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Pes Lo CONeger . 

In the’ revision of the Republic of Korea Army Officer 
Performance Evaluation System ( ROKAOPES ) implemented in 
1983, the following statements were identified: 


The final revision goal of the ROKAOPES for the future 
has to develop n absolute evaluation system to assess 
an an individual s abilities actual achievements and 
the potential traits without GOntaminatson Or sS ene 
WMiaicisbesults  9in intlation of marks. The goal mus 
include a plan to develop strengths and to remove weak- 
nesses in a system which the evaluation results are made 
known to the ratee very clearly. 


since such a system requires fairness and eee tetany 
on the part of the rater the new system must include a 


method of training raters. Since relative and absolute 
evaluations are accruing at the same raters will need 
aon ncence in becoming more consistent [Ref. lI: Dp, 


The conceptual basis of this study is to determine if 
the ROKAOPES, as a mid-term review, is operated effectively 
and efficiently. A discussion of the issues raised by the 
above statements, relative to the major interests of each 
officer, is conducted to examine the effectiveness of the 


system. 


eee PURPOSE 

Mecording to the previous quotations, the R.O.K. Army is 
an officer performance evaluation system (OPES) revision to 
be used as a replacement (or supplement) in the event that 
current efforts don't meet the requirements in producing a 
reliable and more acceptable spread of marks, and of the 
absolute evaluation and of improvement of individual by 
"releasing" the results of one's rating. Top management in 
the R.O.K. Army may be making major decisions regarding the 


future of the current OPES. Lex irc Of “course, in the best 


teal 


interests of the organization to reduce or tO Minimizeomeawe 
period of uncertainty associated with this decision. If the 
current system is temporary, then there is a need for a 
reevaluation of its many components. Therefore, the purpose 
of this thesis is to reevaluate and analyze the system by 
determining whether or not the ROKAOPES meets the estab- 
lished purpose of performance appraisal to provide informa- 


tion to support that decision making process. 


Cy Seer 
To accomplish the purpose of the thesis, research has 
been directed into the following areas: 
l. A study of pertinent performance evaluation literature 


Z. A review of the ROKAOPES and the U.S. milicary se 
Navy, Air Force, and Marine Corps) evaluation = 


3. A critical analysis of the current ROKAOPES by an 


LMP OormMa te lemad Jestionnaire designed to determine 
Reet Army officers perceptions and observations of 


4. Spree! of deficiencies of the current system basecaiiam 
literature review and analysis. 


5. Recommendations and/or modification implications based 
upon the foregoing analysis. 


In particular, the study of this thesis higqhigaae. 
whether the OPES meets the evaluation purposes of the R.O.K. 
Army. Questionnaires were drawn from officers above the 
rank of major since they are senior officers who have more 
experience as a ratee and a rater under various evaluation 
systems. The developmental system which the R.O.K. Army 
does not yet adopt are also investigated through the U.S. 
military evaluation system. Finally, this research includes 
the system, the evaluation forms, and the usage of the 
results in the evaluation system. Factors such as promotion 


board, selection board, etc., are not considered. 


DD) METHCDOROEY 
The methodology employed in developing a balanced 


discussion of pertinent 1ssues entailed synthesizing 


eZ 


information acquired eiaugenblesel letters, interviews, 
questionnaires, personal experience as a ratee and a rater, 
current regulations, and literature. Various controversial 
comments on the current system were obtained through 
interviews with five R.O.K. Army colonels and lieutenant 
colonels who had studied at Naval Postgraduate School. The 
Ves. military evaluation systems were investigated by 
consulting the personnel executive officers of each service 
and by studying the current regulations. Or 
questionnaires, 237 officers above the rank of major were 
randomly selected from the Army War College and the Army 


Beggseics School. 


E. ORGANIZATION 

This thesis contains 6 chapters. In the next chapter, 
the evaluation purpose, criteria, a model of the accuracy in 
a performance evaluation process, and evaluation format are 
discussed. The closing section of chapter II identifies the 
military environment for evaluation. Chapter III presents 
studies of the R.O.K. Army, and the U.S. Army, Navy, Air 
Force, and Marine Corps OPES. In the second section of 
Chapter III, the current evaluation system and its outline 
in the R.O.K. Army are briefly described. The next section 
in Chapter III identifies significant characteristics of the 
U.S. military evaluation system. iieechapeer IV, the results 
of questionnaires and interviews are categorized into 3 
aspects (the system policies, evaluation forms, and feedback 
of the rating results) and are analyzed for each category. 


Chapter V identifies strengths and deficiencies of the OPES 


ma the R.O. K. Army. Chapter VI provides the conclusions 
inferred by the discussion and a list of specific recommen- 
dations for the R.O.K. Army policy makers for personnel 
management. 
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II. THEORY AND CONTROVERSIES OF PEREORMANCE EVAL AT ie 


A. EVALUATION PURPOSE 

The majority of performance evaluation systems today are 
used to justify wages and salary, to validate selection and 
promotion procedures, to set goals, to determine training 
needs, to provide counseling and feedback concerning 
performance, to compare employees’ abilities and to find out 
their potential merics, and to provide a historical back- 
ground to aid in the justification of personnel actions. 

According to Cumming and Schwab {| RefleZ-sebe- 4-7], 
performance evaluation is differentiated on the basis of 
whether the purpose of evaluation ls to evaluate past 
performance or to develop future performance. The evalua- 
tive or judgemental role of performance evaluation focuses 
on the past activities for the purpose of making administra- 
tive decisions such as promotion, selection, placement, and 
SO on. The developmental or counseling role focuses on 
improving performance or the potential for performance 
directly by aiding the employee in identifying areas for 
improvement and growth. Figure 2.1 shows the ditferemgeg 
between the evaluative role and the developmental role. 

Wi Eni EE ouirewZ aay the evaluative role implies that the 
rater will use various dimensions from the best to the worst 


level, such as outstanding to very poor, planned in ordeiaee 


make decisions concerning the ratee's performance. On the 
other hand, the developmental role focuses on improving the 
ratee's potentials and merits, or counseling. Therefore 


descriptive types such as essays or comments are generally 


Used for this rFole.* 


Techniques for this theory include a Developmental 
Se abiasel ete teh (DAP), a Maintenance Action Program (MAP) 
and a Remedial Action Program (RAP). This author thinks thae 
RO eee Sain actually has various difficulties with these 
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Focus: 


Objective: 


Judqmental Role 


.On past performance 


. Improve performance 


by more effective 
personnel 


', Variety of rating 


and ranking 
procedures 


Counseling Role 


.On improvement in 


future performance 


. Improve performance 


through self-léearn- 
ing and reward ad- 
Minit sGrawhom ar Ow cll 


.Sseries of develop- 


mental steps as re- 
flected in manage- 


ment by objectives 
( MBO) 


PO seeommcse Mell. or 
guide 


-AGtive invel venient 
in learning 


Role of 
SLD Gia Or. 


Role of .Passive or reactive, 
Subordi- frequently to defend 
nate: himself 


.To judge and 
to evaluate 





Figure 2.1 The Judgmental Role and Counseling Role. 


Pipecone Jusion, because of multi-purpose performance 


evaluations in the military, the function of a performance 


evaluation must be feedback focused on the improvement of 


the potentials of ratees, throughout not only past perform- 


ance evaluation but also counseling, as a guide in the 


future. 


B. CRITERIA OF PERFORMANCE EVALUATION 


Criteria are standards that can be used as yardsticks 


for measuring how much the ratee achieved given objectives 


Seemissions during a rating period. This is very helpful in 


terms of promotion, selection, placement, and performance 


evaluation. It is used to predict a relationship between a 


test instrument such as performance evaluation forms and the 


ratee's actual work performance [Ref. 3: p. 102]. The work 
performance Escore’ of the individual to the work 
options, because of complicated procedures of these tech- 


niques. They are simply too energy intensive. 


Bis 


performance of the individual can be obtained by Using 
performance evaluation process. A performance evaluation 
process includes various imperfections such as bias, an 
incomplete evaluation system, and the misuse of its forms. 
Therefore, a major goal of performance evaluation is to 
reduce the imperfections. The criteria are reliability, 
Vallavcey, nGgsacecunacy. 
Ll. Bias ‘3m the Performances ivaluacion 

Bias occurs when a rater evaluates a ratee based on 
conscious or unconscious prejudice, emotion, and subjective 
epi nioen: 

a. Leniency and Severity 

Leniency occurs when the rater marks the ratee's 

performance higher than the actual level of his pericumawees 
while severity occurs when the rater marks the ratee's 
performance lower than the actual level of his performance 
(See Figure 2.3). "By being lenient in rating subordinates, 
a supervisor avoids the unpleasant feedback and possible 
criticisms that may result from low evaluations" [Ref. 4: p. 
hers |e The rater may think that he motivates his subordi- 
nates or earns their loyalty by giving them high performance 
marks. 

joy Central Tendency 

Central tendency works to provide a rating gem 

average or around the™midpoint for abl Seuati ewe "This 
usually occurs as a result of the rater's lack of knowledge 
of the ratees he is rating, or from haste, indifference, or 
carelessness” [Ref. 5: p. 329]. Central tendency, as with 
leniency or severity, happens most frequently and the rating 
results with central tendency actually are worthless because 
the ratings fail to discriminate among the ratees. One way 
to minimize this bias is by clearly explaining the meaning 
of the various factors [Ref. 3: pp. 317-318). 


Ike 


Ce etialo BLrece 
| This occUms when one or two good or bad charac- 
teristics of the ratee influence on the rater's judgment of 
the overall performance. The’ effect also occurs by the 
group or team to which the ratee belongs. fPecne Croup sor 
team, for example, gives the rater a good impression this 
may bias the evaluation of the team members. On an overall 
scale, "there is a possible halo effect that can accrue to 
an officer from where he has served or by virtue of his 
promotion status” [Ref. 6: pp. 452-468]. 
d. Recency 
The recency of good or bad performance near the 
end of the evaluation period can influence the rater's judg- 
ment by failing to recognize an established good or bad 
record through the whole evaluation period. 
e. Spillover Effect 
This effect occurs when past performance rating 
Poemeoe it LUeMce CuErent ratings unfairly [Ref. 7: p. 13]. 
Because of this effect, "fast runner" may result in a 
Similar rating for the current period regardless of the 
achievement of work performance. 
8 Acton alah mente. | Menate nage 
Adjacent traits highly influence on a perform- 
ance evaluation than remote traits timely or spatially. 
These results continue to occur even though different rating 
procedures and different kinds of rating techniques are 
adopted. Therefore, two ways to avoid these errors are (1) 
all ratees must be evaluated for one evaluation item, (2) 
Similar items must be Separately placed far enough, and (3) 
to give clear meaning among similar traits. 
Sle Logical Errors 
These occur when raters conduct similar ratings 
Sm traits that look logically like related [Ref. 3: p. 318]. 


For example, if a ratee is quite diligent, his productivity 


ey, 


may also be highly rated™ Secavisoureon his diligenee 


Therefore, "halo results from an apparent coherence of qual- 


ities in the same individual; logical errors result from an 
apparent logical coherence of various traits, irrespective 
of individuals” [Ref: 3: Deol In order €0 avoid eh 


the rater can evaluate all ratees for one item, and then for 
the next item, and so on. 

hh, Contrast brtecece 

This occurs when a rater rates his subordinates 
based upon rater, himself. Therefore, "Same as me" may 
cause leniency and "Different from me" may cause severity 
Deere ole plese le 
2. Reliability 

Reliability refers to "the minimum error or the 
consistency with which evaluations are made either by 
different raters or by the same rater at different times” 
LPRet. yo. - 20610 Reliability can be measured by (a) 
parallel forms reliability, (b) test-retest reliability, and 
(c) splitehalf reliability. Parallel forms reliabiliv ae 
measured by correlating two alternative forms of the same 
test. Test-retest reliability achieved when the same test 
1s taken by the same person through one form at two 
different times. Split-half reliability is a statistveas 
test in which a population is split into two equivalent 
parts and taken to the same person for scoring and then the 
results are correlated. 

Se Vadercieey, 

Validity refers to "the degree of accuracy of an 

inference made about a direct relationship" between a 


performance evaluation form and the actual work performance 


of the ratee [Ref. 7: p. 347]. A reliable test (consistent) 
may not be valid, but a valid test is usually reliable 
(Gonsi scene). For instance, a rater and a senior rater can 


make the same decisions on a subordinate, but they may not 
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wi be correct, The validity of an evaluation is generally 
discussed in terms of one or more of the following types 
Sa eoneenteang Face, (bp) Construct, (c) Criterion related, 
epeelncremental;,  (e) Convergent and Discriminant, and (f) 
Synthetic. 

Content validity provides a measure of the relation- 
ship between evaluation items ona performance evaluation 
form and the actual performance of the ratee. Face validity 
is a form of content Aci ate Bit ent ae and is the observed simi- 


larity of the raters between the content of an evaluation 


form and actual job content. If a test is content valid, it 
should appear to be actually job related. However, content 
validity, sometimes, is not covered by appearance. When a 


rater, for example, evaluates a rated officer’ patriotism in 


the officer performance evaluation, each evaluation factor 
may not appear to have validity exactly. But if the rater 
choose one among those factors, it may be content validity 


[Ref. 7: pp. 347-348]. 

Construct validity deals with the ability to measure 
abstract variables such as thought processes or intelli- 
gence. Criterion-related validity is a statistical state- 
ment which describes the direct relationship between scores 
on a predictor such as results of an interview, test results 
and scores on a criterion measure such as a performance 
evaluation instrument [Ref. 7: p. 348]. There are two kinds 
of criterion-related Valica cy, Concurrent and Predictive 
validity. Concurrent validity is the relationship between 
different measures obtained at the same time [Ref. 9:  p. 
fee | For example, suppose that every company must take the 
ATT (Army Training Test) twice a year and ATT consists of 
two parts, theoretical combat readiness test and implementa- 
tion of tactical operation for the company soldiers during 5 
days. The combat readiness test would be administered to 


all soldiers of the company and then, soon after, scores on 


SS, 


the tactical operation test of the soldiers would be 
obtained. If those soldiers who received high combat readi- 
ness test scores also received high scores on the tactical 
operation test and those with low combat readness scores 
obtained low scores on the tactical operation test, the 
results would indicate a high positive correlation between 
the two sets of scores. The inference could, therefore, be 
made that the test appears to predict the performance of 
soldiers fairly well which 1s valid. Predictive validity is 
"the relationship between a measure at one point in time and 
another measure behavioral at a later time" [Ref. 9: p. 17]. 
In the example given earlier concerning the ATT, the combat 
readiness test would have been administered to the company 
at one time and then the scores on the tactical operation 
test would be obtained and the correlation between theme. 
sets of scores would be determined. In this example, the 
ATT results could have been used as predictors of future 
combat success. 

Incremental validity refers to the ability ge 
measure somewhat better than other tools already available. 
A new test or procedure would probably need incremental 
validity before researchers would adopt it over some method 
already in use. "Convergent validity is shown when two or 
more methodologically distinct measures of the same trait 
are significantly correlated with each other" [Ref. 9: pp. 
TAR For example, a test may have convergent validity when 
the measured values converge on values demonstrated by 
another test known to be valid. Discriminant valicdaie 
occurs "when the correlations among traits measured by 


different methods are larger than the correlations among 


different traits measured by the same method" [Ref. 9:  p. 
Janae Synthetic or job component validity is relevant when 
developing tests to measure job skills. In the example 


given earlier, the ATT would have synthetic validity for the 


ZO 


company soldiers if it involved separate valid measures of 
@ztferent subjects such as 16 required subjects, offensive, 
and defensive operation in order to measure the combat 
potential ability. 
4, Accuracy 

"Accuracy implies both reliability and validity, but 
the reverse is not necessarily true. Accuracy is concerned 
not only with consistency of measurement (reliability) and 
with the construct being measured (validity) but also with 
the absolute level of performance” [Ref. 9: p. 23]. If the 
evaluation system accurately and precisely measured the 
"true" state of a given phenomenon, teewould be the best 
alternative tool in the performance evaluation. However, 
accuracy and preciseness in the evaluation system concern 
Dene sieaitistical charactGristics" of evaluation in the 
actual work performance [Ref. 10: bp. Sail Beer e: 9212 


explains this situation. 


A: Accurate B: Precise, not C: Precise and 
(on the average) accurate accurate 





Beogure 2.2 Difference Between Accuracy And Preciseness. 


ReGGmeig COmsNgubeeZ 6.2, Picture A is only accurate 
because the statistical numbers are close to the ie len: 


meee, but are not the "true". Picture B is precise, not 


ag 


accurate, because the statistical numbers don't represent 
the whole although they are true. Picture C is precise ame 
accurate because this is the "true" state and represent the 
whole state. »Therefore, the evaluation system is required 
accuracy prior to preciseness. Figure 2.3 shows two Kites 
of inaccurate evaluations | Ret. “9:eipeeeccie 

Within the context of Figure 2.3, these evaluations 
are not accurate because, although the proper order of the 
ratee's performance is correct (valid and reliable), rater 
A's evaluations are too low and rater B's evaluations are 
too high in reference to the level of each ratee's actual 


performance. 


elven bt — ae Rick Kevin Jan Bob Ann 
erformance | | | | | 
evels 
of five | | | | , | | | | 
workers 
poor average excellent 
Rater 2 se \Rick ef ne ie crs 


inaccurate | 
ratings 


eaue ce | | | | | | | | | 
SeVeriey 


poor average excellent 


Rater B's Rick Kevin Jan Bob Ann 
inaccurate | | | | | 
ratings 

sbi | sie | | | | | | | | 
leniency : 


bDo@n average excellent 





ELTQure e243 Valid But Inaccurate Performance Evaluation. 


The reason why accuracy is quite important is that 
inaccuracy may seriously affect the "cutting score" to be 
used in the purpose of performance evaluation such as promo- 
tion, selection, placement, and seuor Factors affecting 
the accuracy of a performance evaluation process as a frame- 


work of this thesis are discussed in the next section. 
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C. MODEL OF THE ACCURACY OF AN EVALUATION PROCESS 

An individual's job or mission to be achieved is 
performed by his own ability and motivation. Therefore, the 
accuracy of the rating in a performance evaluation process 
through the feedback of performance affects a ratee's 
Meet ye alld MotlLVacion which, in turn, affect his job 
performance. "The accuracy of the performance rating of a 
rater as a performer is a function of a rater's ability, a 
rater's motivation, . and relevance of rating standards” 
[Ref. 11: pp. 635-646]. Figure 2.4 explains a model of the 


performance evaluation process. 


Perceived Adequacy Perceived Consequences Rater 
of Instrument of Acorassal Monvation 









Aurdo0se or 
Aooraisal 


Organizanonai 


ccuracy of 
Acoraisal , Xanng Perrormance 
Format Standards Raung 
Raree Personal 
Characteristics 
Ratee {oo 
Characteristics | | 
T 
coe _. Stews | Rater 
serve e 
coe _. Stews Ability 


Figure 2.4 Model of the Performance Evaluation Process. 








Within the context of Figure 2.4, determinants of rater 
Mecl vation are perceived consequences ene appraisal, 


perceived adequacy of instrument used, purpose of appraisal, 


organizational policies Vane preoceagures, appraisal format, 
and rating standards. Rater motivation is possible when the 
rater is motivated to make accurate judgments about the 
ratee. For example, rater motivation to assign accurate 
performance ratings is high when a rater supports a current 
evaluation system, when the rating results are exactly 
known, and when the evaluation instrument is easy to under- 
stand and relates to the ratee's actual job. However, it is 
less high when the rating results are obtained for adminis- 
trative purposes than when they are obtained for purposes of 
employee development. Therefore, the feedback of rating 
results truly affects the accuracy of a performance evalua- 
LON: Ofa7a eouce r- 

Rater ability is a technique in which a rater judges a 
ratee. Rater training, rater characteristics: rateues 
opportunity to observe ratee's job behavior, organizational 
policies, ratee job characteristics, and the appropriate 
rating standards affect rater ability to assign an accurate 
ratings. For instance, a rater who takes more opportunities 
to observe a ratee and is trained in performance evaluation 
has a good ability to assign an accurate performance rating. 
Also, flavor of an important duty position or flavor prefer-= 
ring to a ratee for long term service due to ratee's job 
characteristics affects the accuracy of the = raringee 

Rating standards are a function of organizational poe 


cies and procedures, rating format, and the ratee's personal 


and job characteristics. Rating format includes not only 
instrumentation but rating content. Sex, race, and personal 
background (high school graduate, college graduate or home 
town) are personal characteristics. For example, the mere 


consistence between the ratee's job context and the rating 


standards, or between the rating procedures and the rating 
standards, the higher the accuracy of the ratinguee. 
obtained. 
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Micmac acvm—~—cmra DerLOrmance rating is possible when 
the performance rating works systematically as an entire 
process. Pe racer “atfects the rating results critically 
because he is a rater as well as a ratee and has more impact 
through the implementation of top management policies or 


systems as a middle executor. 


D. EVALUATION FORMAT 
1. Evaluation Techniques 
Designing an evaluation system must include consid- 
ering the evaluation technique for the purpose of the evalu- 
ation, the ease of the use, and the validity of the system 
based on the traditional background. Evaluation techniques 


can be grouped into four categories. 


There are (a) Ratings in which employees are evaluated 

en a number of separate Suaracceriscics, (5b) EG aA 

which employees are compared to each other, eee rane eau 

PienGenes lim Witen Statements that describe a range of 

actual job behaviors are epees and evaluated as to 
2 


whether the constitute Eective or ineffective 
MemavlOr, and (d) Other methods in which the criteria 
for evaluation may vary, such_as management by objec- 
tives (MBO), etc. [Ref. 4: p. 372]. 


The general characteristics of these techniques 


BOLLOW. 
a. Ratings 
(dy) Crap kre nating Scale. Bis) soe) bide most 
widely used performance evaluation technique. The rater is 


Gemitred to make a judgement and then record it somewhere on 
a continuum from the highest to the lowest degree of the 
evaluation items. These ratings may then be weighted a 
score of five for the highest and zero for the lowest. 
Therefore, "these graphic scales are usually supplemented 


With a series of adjectives or short statements describing 


the factor" [Ref. 12: p. 18]. "This technique may not yield 
the depth of an essay appraisal, but it is more consistent 
and reliable. ae : for many purposes there is no need to 


Ze 


use anything more complicated than 2 graphic sc¢aie 
supplemented by a few essay questions” [Ref. 1G p. 63], Bae 
disadvantages are difficulties in constructing and choosing 
the rating items. Also each rating item can be affected by 
the halo effect. 

(2) Checklists. This is a set of adjectives or 
descriptive statements in its simplest form. If the rater 
believes that the ratee possesses a trait listed, the rater 
checks the 2tem auc 12 eno, the rater leaves it blank. A 
rating score is totally weighted and these weights are 
unknown to the rater. The most difficult aspect of thu 
technique is arriving at a proper weighting of various items 
on the checklist. 

Gi) Forced DisStr7 puieon. A rater 1s required 
to rate his subordinates in some given proportion among 
performance levels such as 10% are outstanding, 15% are 
excellent, 50% are average, 20% are poor, and 5% are very 
poor. One strength of this technique is possible for raters 
to alleviate inflation of marks and the central tendency. 
On the other hand, if all the company commanders in a 
battalion OE 7a special task force are outstanding 
performers, forcing their commanding officers to rate some 
of them as excellent, average, poor, or even very poor seems 
a misuse of the evaluation system. Therefore, "forced 
distributions are only most suitable where there are large 
number of employees and wide variations in performance 
levels" [Ref. 4: pp. 374-376]. 

lor Rankings 

Individual statements or ratings are sometimes 
less useful for comparative purposes when it is necessary to 
compare employees who work for different supervisoua 
Instead, 1t is necessary to recognize that comparisons 
involve an overall subjective judgment to which additional 


facts and impressions must somehow be added. This technique 
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is to list employees in the rater's perceived order of worth 
HOmcne Organization. The two most effective methods are 
alternation and paired comparison ranking. Alternation 
ranking is to select first the highest-ranked from the group 
and then the lowest ranked, then the next-highest-ranked and 
the next lowest, and so on. This procure is repeated untill 
everyone is ranked. In a paired comparison two names are 
placed on aocard, so that every employee in the group is 
paired with everyone else and then all pairs are judged, . 
selecting the better of the two. The person marked most 
frequently is placed on the top of the list and so on, until 
the person with the least number of marks is on the bottom. 
The major problems of this technique are that it is almost 
completely subjective nature and the fact that it is not 
relative. Therefore, this technique is useful "when 
combined with multiple rankings" [Ref. 13: p. 66]. 
oe Critical Incidents | 

( ap) Crigsicads Imea dept Technique. This 
technique requires the rater to keep a log containing 
observations of what the supervisor considers to be good or 
bad performance on each employee. This method demands 
continuous and relatively close observation. The primary 
advantage of this technique is that a ratee's performance 
and not just his personality is evaluated. Problems with 
this method are that "it highlights extreme performance to 
the exclusion of day-to-day performance, which usually is 
the real measure of a person's effectiveness" [Ref. 12:  p. 
18], and a rater's subjective judgment may influence on 
critical incidents since they are set up by each rater. 
"Many employees consider this type of constant surveillance 
a threat that is damaging to workplace relationships” 
meet. 72° p. 168]. Even though the rating is done by the 
Gecer Ss subjective judgment, making a file of the critical 
incidents can contribute to fairness of the evaluation 


because this is an official record and evidence. 
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(CZ) Behayiorally Anchored Rating Scales. A 
Behaviorally Anchored Rating Scale (BARS) 1S a variant on 
standard rating scales. As the various scale levels such as 
outstanding through very poor are anchored with behavioral 
descriptions directly applicable to jobs being evaluated, 
the rater can choose one of them from a list of statements 
(See Appendix A). This technique will be a breakthrough for 
more reliable, effective, and valid performance appraisals. 
Because of the increased specificity of the rating Scalcmee 
is possible that this technique will function bettereeaaw 
the graphic rating scale. Buc a problem exists in 
identifying implicitly applicable behavioral statementemig 
an organization with several missions [Ref. 14: pp. 66-73]. 

d. Other Techniques 

(es) Management By Objectives (MBO). MBO 
requires that the results an employee must achieve are 
decided upon by the manager and the employee working 
together. Evaluation is then based on a joint review of the 
degree of achievement as to how well the employee met the 
goals within a specific period. The high degree of employee 
involvement has made MBO a popular method. According =e. 
Kane, this technique gives the manager a great deal of 


flexibility in choosing priorities and setting standauare 


and makes the rater evaluate the ratee'’s performance, not 
Ns. Personality. Another advantage of MBO is that it casts 
the manager into the role of counseling as MBO gives him a 
chance to focus on the future rather than the past. Its 
drawbacks are "difficulty to get how much in a raise, 
Gain ne whey to set an employee's specific goals in 
requirements of the cooperation and support of others, and 
the inability to compare one employee with another" 
[Ret. 15: »p. 230-1372 

(Z) Ihe Essay Appraisal This method requires 


the rater to write short statements “abeour st ac mete oee 
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strengths, weaknesses, accomplishment, estimated potential, 


and So on. "The assumption seems to be that an honest and 
informed statement-either by word of MOUch OL nie 
writing-from someone who knows the ratee well, is fully as 


valid as more formal and more complicated methods" [Ref. 13: 
mee 460663). This technique is generally useful when close 
observations are made for actual information. However, 
essay ratings vary in length, content, and quality based on 
the rater's imagination or writing ability. Moreover, since 
each essay contains different aspects of ratees' performance 
or personal qualities, this method is quite difficult to 


combine or compare. 


(3) The Field Review Technique. ineene =t26 ld 
review technique, the raters consist of a number of the 
Seecific unit staff. The raters review the ratee's 
documents and interview the ratee's immediate superior or 
others who Know the ratee very well. Then the raters 


evaluate the ratee. This is quite useful to prevent various 


biases and errors, or when the rating results are required 
Richa comparison among ratees mele special purposes. 
Therefore, ChEns method affects the fairness of the 
evaluation. 

As discussed above, each technique has advantages and 


disadvantages. Therefore, almost all performance evaluation 
systems today use two or more techniques with mixed designs, 
because two or more evaluation systems adopted together can 
complement each other in advantage and disadvantage. By 
Going so, an individual can be rated by a more complete 


evaluation system. 


Zi: Rater and Ratee Relationships 


The following issues focus on the relationship 


between the rater and the ratee. 
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a. Evaluation by One's Immediate Supervisor 
This involves the traditional evaluation method 


in which the supervisor evaluates his subordinates based on 


their past performance. This is because he is probably most 
familiar with the individual performance, has the broadest 
opportunity to observe subordinates, and is best able to 


evaluate each subordinate’s performance in light of the 
organization's overall goals. On the other hand, there are 
problems such as physical distance from subordinates, unfa- 
miliarity with the job requirements or duty. The supervisor 
is also the first to make administrative decisions and then 
to manipulate the performance ratings to correspond with 
those decisions [Ref. 16: pp. 61-63]. 
b. Peer Evaluation 

This is a ratings system done by peers of equal 
rank or position, or co-workers in an organization. Because 
peers or co-workers work closest to the ratee they can 
understand the ratee's performance or personal traits very 
well. Results of the peer evaluation may then be used in 
joint employer-subordinate reviews of each employee's prog- 
ress prior to administrative decisions concerning the 
employee. Its problem is negative or positive friendship 
bias exists. 

om self Appraisal 

This is a method in which the subordinate rates 
himself and then the rater evaluates the subordinate's 
rating to compare their rating results. In order to reduce 
differences between the subordinate and the superior an 
interview 1s required. By setting goals and analyzing the 
good or the bad in goal achievement it provides 
participating subordinates with valuable opportunities jiee 
self-appraisal and communication between the subordinate and 
his superior through the appraisal interview. Therefore, 


self appraisal is more appropriate for counseling and 
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development than it is for personnel actions. A major 
problem is that "the great majority of employees feel that 
they are average or above average performers" [Ref. 7:  p. 
Bo. 
d. Evaluation by One's Immediate Subordinates 

This is a method in which subordinates rate 
their superior. This method may be helpful if the subordi- 
nates are required to rate how the superior handles and 
trains the subordinates. However, the subordinates can't 
see the whole forest and may evaluate the whole forest by 
considering a few trees. Therefore, the rating results 
should only be referred to the subordinate's feedback of the 
superior in order to improve his/her effectiveness as a 
leader. A major weakness is lack of information regarding 


acceptable performance standards. 


E. THE MILITARY ENVIRONMENT FOR EVALUATION 

There exist many similarities and differences between 
the military and the civilian systems in terms of perform- 
ance evaluation. Both would operate fair and highly compet- 
itive selection procedures at the job entry at the bottom of 
the career development. Civilian systems can actually hire 
new employees at any level. On the other hand, the military 
usually has a closed loop due to its inability to bring in 
new resources above the second lieutenant level. Exceptions 
might include physicians and technicians who are sometimes 
laterally acquired. 

Snewalscinguishing Characteristic of the military is 
that the ultimate criterion measure is success in combat. 
Because it is almost impossible to measure readiness for 
combat may sometimes be substituted as a Jette on. 
Therefore, there exists a lack of military criteria that are 
sufficient to define system performance being obtained as 
each individual achieves his goals. As a result, each indi- 


vidual performance in the private sectors can be easily 
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measured in the form of production figures and ororicme 
loss statements, but it is not easy in the Smilies 
Because much of an individual's activity in a military 
setting is often not the performance of ultimate interest it 
is difficult to decide who is more suitable and who io. 
suitable for future combat [Ref. 17: pp. 233-256]. 

A second difference from civilian conditions is that the 
Mat Cary requires acquisition One Sig rong commanding 
authority. Because the purpose of the military existance is 
to achieve the ultimate success in combat, the commanding 
officer takes the responsibility for the success or failure 
of the unit and requires that his subordinates absolutely 
obey him Under” any sievation: Also, the military itself 
requires its missions to be achieved prior to the individ- 
uals. These are reasons why the military requires a strong 
commanding authority unlike the civilian system. Therefore, 
this strong commanding authority affects the military evalu- 
ation system. 

A third difference in the military is the frequent move- 
ment of duty position in a career path such as on theme 
Ceaining, state. and commanding officer within at least one 
or two years. Because the rater also has to move to another 
duty position after one or two years the actual rating 
period would be less than one year. This short ratiing 
period would impact both in terms of observing of the Gaee 


and exhibiting potential traits of the ratee. 


“According to a Locher and Teel survey, evaluations were 
conducted Rees in 52% of the surveyed otganaZactoe 
Sema -annually, san 26 7 eel at variable intervais depending 
on organizational level in remaining 24 ¥ [Ref. 18:5. 24708 
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Pit. OVERVIEW OF THE MILT PARYs EVALUATION SYSTEM 


Pe lL NcCRODUCTION 

The purpose of this chapter is to study the current 
systems of the R.O.K. Army and the U.S. military in the 
officer performance evaluation. The first section of this 
Saaocoh presents how themeR.0.K, Army Officer performance 
evaluation system has been developed.’ In the second 
Section, the purposes of officer evaluation in the R.0O.K. 
Army, report forms, and rating procedures are discussed and 
in the third section, the current evaluation systems of the 
U.S. military are presented. The fact that there is prob- 
ably not a consistent foolproof method of evaluating an 
individual officer within a given service is reflected by 
the dynamic nature of the majority of the military evalua- 
tion systems. However, the evaluation techniques that the 
R.O.K. Army has not yet adopted can be studied through the 
Ces. military evaluation system. The current performance 
evaluation system in the R.O.K. Army is not ultimate 
(Ref. 1: pp. 9-10] and is under a set of similar situations 


mathe military. 


B. THE R.O.K. ARMY SYSTEM 
PeiceVOLUclvon Of the System Policy 

ive Rk. O. Kk. Army Officer Performance Evaluation 
System was adopted in 1948 and has been revised twelve 
times. Before the establishment of the military personnel 
law from 1948 to 1962, there were made five amendments and 
their main contents were forced-unforced distribution, grade 
by weight, and ranking. One of the distinctions in the 
revised evaluation at that time was that raters had to 
describe a given factor of the evaluation form by using an 
essay appraisal. In the sixth revision, grade by weight and 


morced distribution 
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TABLE we 


THE EVOLUTION OF THE EVALUATION SYSTEM IN THE RoC] 





Times Evaluation Techniques 
- le 
Before Forced distribution tm@erade? 
ersonnel 
aw weight, ranking, etc. 
Forced distribution io gsadeu 
SRelg! 
( Aug. 


62));Outstanding|Excellent|Good|Fair|Poor 


Pela Unforced distribution in grade 
(Feb. 64) (5) grades) 
Foreed distribution in gGeadeur 
Sti 
(Jane) 
chalet Untorced distribution 1n “grace 


(June 70) (5 grades) 


Forced distribution in grade (%) 











Ohelel 
Good Ver leg 
(Jane 73) = ee aaa 
ZS 5 
Only Vicor ecedsGood, i 
Tapers 4 OS) 
Good Average Ver Gor 
(Mar. 78) Z pererese SS el 
ZS Unftorced 
To use jointly 
IZA ciel = Ri Oe x ae Form 1l-1-22 and 1-1-24 
elative Evaluation) 
(gan. 85) 


-R.O. KS pe) Form 1-11-28 
u 


(Absolute Evaluation) 
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To protect 
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rated O£ffi= 
cers with. 
high quali- 
eye 


intl 


( A: 66 %) 


TO proteer 
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10h Of 
rated offi- 
cers wit 
high quali- 
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[nila tiaom 
( outstand- 
ing: 3253 


Ilo protece 
the reject- 
sLehey le 
rated offi- 
cers with 


ess quali- 
ty. 


TO protege 
the reject- 
10n om 
rated offi- 
cers Wi lm 


ty. 


were adopted and the Evaluation Deliberation Board was 
established above the level of regiment to protect the leni- 
ency tendency. The seventh revision in 1964 was about sepa- 
ration of the evaluation forms for company grade officers 
from field grade officers, unforced distribution, and the 
adoption of a partial released rating results system by 
giving the rated officer only the total grade after a 
fac 1G. In the eighth, forced distribution, the unreleased 
rating results system and five evaluation forms by each rank 
were adopted again. Because this system was too complicated 
to fill in by using various forms with each rank i1t was 
changed into unforced distribution, ranking, anda unifica- 
tion of one form for all ranks. 

The Evaluation Deliberation Board was removed in 
nO. The tenth amendment contained forced distribution 
again and simplification of evaluation factors. Through the 
eleventh, the system was similar to the current system. For 
instance, work performance attitudes were focused on company 
grade officers, potential abilities were focused on field 
grade officers, and the adjustment of the rated officers' 
@eoup from the combined branch of each rank to similarity of 
Seanch functions such as combat branch, technical branch, 
administrative branch, and special branch was~ done. ine! 
order to motivate rated officers and to make officers active 
and head for the future, the twelfth amendment was devel- 
oped. Table I displays these twelve amendments [Ref. 19: p. 
34]. 

2. The Outline of the Current System 

The purposes of the ROKAOPES [Ref. 1: p. 5] are to 
improve the efficiency of individuals, to establish the 
commanding authority, and to provide fundamental information 
for fair personnel management. All ranks from warrant 
officer to colonel have to be evaluated twice a year through 


the relative evaluation system Canny ameorm “L=l=22 and 
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f=l=2 and the absolute evaluation system (Army Form 
l-1-28). Both require an evaluation period of at least 60 
days by the rated officer's immediate superior and the 
senior officer of the raver. In particular, all Seana 
served except colonel below the units of the level of the 
Division also must be evaluated by the intermediate rater. 
For example, an intermediate rater of a platoon leader can 
be the deputy battalion commander and for the personnel 
officer of a battalion, it can be the personnel officer of 
the regiment. 

Army Form l-l-22 (see Figure 3.1) is used for field 
grade officers and Army Form 1-1-24 (see Figure 3.2) is used 
for company grade officers. Army Form 1-1-28 (see Figure 
3.3) is the same for all ranks.* Therefore, there are Seveu 
fOrMS: for cadets, for officers on job training, for eae 
cers under domestic and foreign education, and for student 
officers of the Defense Postgraduate School and the Ammer 
College. Army Form l-l-24 1s required to be completed for 
company grade officers by every March 10, and Army Form 
l-l-22 has to be completed for field grade officers by every 
April 10. Army Form 1-1-28 is conducted for all ranks based 
on every twelfth month since being assigned to a duty posi- 
Eon: The main contents of Army Form l-1l-22 and Army Form 
l-l-24 are (1) administrative data, (2) Signiticant contami 
butions during the evaluation period, (3) ability “ame 
performance attitude, (4) aptitude, future development, and 
health, (5) overall opinion, (6) overall evaluation, andi 
rater signature. All rated officers should write the degree 
of their significant contributions by describing when, wie 
how, and results of the performance during the evaluation 
DenlOG in racer ii. Then the rater and the senior rater 


evaluate degree of achievement of the rated officer by 


*Fiqures (os emo and 3,3 were rearranged oe this 
author from the yea e sae forms because of the limitationggs 
editing for this thesis. 
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1. Rate fairly and obiectively the 3. Rate all factors independentiy of 


orficer s Guty pertormance and @ach other. 
Rating potential. 
Responsibilities 
2. Rankeorder the officer among 4. Balance your obligations ‘fo the 
100 of nis peers. officer with your opligations 


to tne Army. 
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Officer Performance Evaluation Report (for Field Grade Officer) ( ) Amnual ( ) Addition 
Army form l-i-22 as) : ; 
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| | Rating 
| =a (ae | Ranxaag Recommanded 
= | | Numper | Qutstanding|Excellant! |Average| Poor ne Poor Vk 
=. |. D4 seers a27° * ea 
| R a | bution (Peers | (20%) (15%) oso (208) Ng. 92! 
a ol | | eers} 
“ is 4 ‘ ¢ ' ee 
3 1 Rater | : | | | | | | | 
9 } 
3 | 
| | senior 
rater | | | 
| | 
———— C—O e 4 O_O = Ene 
Part VII. Rater Signature : 
| { j 
Unit | Sucy Rani Service Date Assicned Signatures 
be oe Numpoer CGurSsnt Juty 
! t | é 
Rater | | | | a q | 
a a O_o KV ST Ne ee 
senior | | - - ner | 
Rater 
ts = 





Yekepbagi) 5), Z Army Form 1-1-24 (cont'd). 
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ge ea ne eee SSS ee SS 


| 1. Rate fairly and opiectively the 3. Rate all factors incepenacently of 
| Si. cer Ss aucty perzormance and eacn otner. 
f 


Rating potential. 
Responsibdi.cities . 
2. Rank-order che officer among 4. 3alance VOUT Sf.i¢gW@tl ons =5 the 
100 of Ais peers. @s.2¢6er “121 your osii:gations 
TO ume Army. 











Officer Performance Evaluation Report ( ) Amnual ( ) Addition 
Army form lei-28 i? : 





Part I. Administrative Data 
























































Rank Service Name Branch Specialty Ratin Vals Dut Date Assigned Date of 
Numper Perio TecLe CUSrTene SUty | Rank 
Personnel/| Duty Service 
Oftiesr ao le: Rank: Numper: Name: Signature: 








Pare. Ll. Silani.. CO@nt  COnmEes i. Dutt ons 





4 
4. Above descriotions are 
accurate. Can Se expectad 
“=. maxe ‘future 
SOnts. Suc ons. . 





Senior |Senior| 
Rater|Rater Rater aater 














1. Fully demonstrated \mow- 
ledge anc exvertlse in 
Rating assigned tasxKs. 


{ 
2. Possesses “ne potential | 5. Good effor= but with poor 
‘ 


+9 Derzorm weli but results. 
backs effort. 





3. Worked diligently but 


| 6. Lacks sincerity and 
pallet mediocre results. 


| LATEgGrIEcy. 


Part III. Ability and Performance Attitude |} Medium 





Patriotism senior Cooperation |Senior| 
ee eee tos | Racer Rater| Rater 
rr | | 











Cooperates and maintains close 
accomplisnment and to the nation 


Clearly dedicated to mission | 
relationsnip wlth otzners. 
uncer any circumstances. 5 


Sn a: 





II <a 


Eroure “3.3 Army Form 1-1-28. 
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2 larnaiag | ‘Senior 


Leadership ‘Senior 


|Rater! Rater Rater|Rater 











| 
| 
| 
| 


, | | 
wogical and efficient ia planning| ; 


— 


Possessss leadership skills | 
to etftectiveiy lead supordi- 








Mates and manage Als unit for 
M239310N accompicsament. 


ES = — 








a 








4 
ang programming. 


{ 
! 

| | 

vrive Senior 


Rsesponsidilit | Senior 
Rater|Rater Rater! Rater 


| 
| 
| 














5 ¢ 


: al 


Accomolishes “hs mission “nrougn 
efiicient uss of avaiiaole time. 











Conscisntious ian accomplishing 
sme Mission and responsisise ior 
nis actions. 














Profsssional Knowledge Senior 
| Rater|Rater 


' 


Senior 
Rater! Rater 


' 


CSaractas 

















t 





¢ 








Possesses ths necsssary profes« 
siomal ataics. 


—— - 


Demonstratss aporooriats xnow-= 
lecge and expsr<.iss iA assignsd 
TasKs. 


— 


U 


am a am a a SR 











Part IV. Aptituds, Future Development, dealth oe | 
| 
What kind of duty would de How would you consider ‘this 
SULTEDLE 2Or eRis sore scer 2s officer =5 > additional 
you were a Aigner-.evel SeSGONE1D1 LI cy? 
commander? 
| Rater ( ) Senior Ratsr ( ) Ratsr ( ) Senior Ratsr ( ) 
Aptitude 1. Commander lamprovemsnt | 1. Select anead of contem= | 
porariaes. 
§.e State | 
Zz. Select with sontemooraries. 
a. AGMINIScracive ‘ 
3. Select= Dahind contemporaries. | 
I 4. “Spec sak 
+. Need more observation. 
a6 “LaSgCSNeCcor 
6. Other | 
| 
What is ths condition of this What 13 a suitable specialty for 
of2ie@r s nsalta? tml 's cfs. cer? 
Rater ( ) Senior Rater ( ) Rater ( ) Senior Rater ( ) 
l. Strong mental and physical 1. Personnel 
Health stata. Specialty 


=. Intelligence 
a oerOng oshysical stace, suc 
weax nental 3tate. 3. Operations 


3. Weak shysical state, but +. LOGLSti cs 
3Trong mental stata. 
| 5. Planning and management 


| 8. Special duty 








Figure 3.3 Army Form 1-1-28 (cont'd). 
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Parz VY. Potentaal Capability 
















































































| Contents | Opinion Contents Opinion | 
a f ‘ : ! 
Dese=-ar.on of Professional 
SC=ong Points. Beal CS. 
Rater Recommendations Self- 
for improvement. improvement. . 
| | 
Professional Relationship | 
competence. Wich others. 
| 
EE ee Se a 
| WV@rai. OPinson: 
Intermediata 
Rater 
Bucy 2. cie: Rank: Name: Signature: 
JV@rasa OPlNio6n: | 
Senior 
Rater 
| Dascr:be che fairness 2. severe 2. slightly severe 3. balanced | 
OL cma cater: 4. siagntly lenient 5. very Lenient 
Pace Vi. Overall Evaluation 
E A B ¢ D = 
Vv Ratiag 

R a Seen ee Ne ee  —e Te 

al Sutscanaing | oXC@L2ent ‘| average | mNefelrs | very voor 

BS 

= . ———————— eh a em SE Om a IN 

rey ‘ | 
se . 

i | | | | | 
a SSS SS EEE EEE 
| | | | | 

| 
Part VII. Rater Signature : 
a ip gn rr ep a a a 
nit Duty Scmace Name Date Assiaqned Signature 
pe ea Numper CUrrenG uty 
—— ' f] 
Rater | | | 
SEIS SSS ae ' EE EE —E——————— 
Senior 
Rater 
Army HQ Rating : Personnel ; 
Juagment Officer Rank: Name: Signature: 














Racine "os Army Form 1-1-28 (cont'd). 
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choesing one AMmeng oe Sons In Part IIIf, Ability wae 
| Performance Attitude are separated into 8 evaluation factors 
where each factor has 3 BARS. Aptitude, Future Develooment, 
and Health in Part IV are divided into 8 evaluation factors 
such as aptitude, future development, specialty, education, 
promotion, self-improvement, health and personal life IV. 
In the Overall Opinion part, the rater, the intermediate 
rater, and the senior rater describe the degree of contribu- 
tion of the rated officer in his military development, his 
future potential, aptitude, and specialty. In Part VI} eee 
rater and the senior rater grade the ratee's ranking among 
the rated officers of the same group by using a relative 
evaluation. They can choose grade A, B, C, OD, or EB, “aie 
recommended a rating if necessary. However, grades A and B 
are controlled into 10 % and 15 %, but the rest ope 
grades are not. The rating recommended can be used when a 
rated officer with high quality is rejected to get Aignes 
grades (Outstanding or Excellent) in being actually graded 
because of forced distribution in the “ance Therefore, 
the rating recommended is possible for the senior officer to 
recommend only one rated officer among those officers more 
than 4 rated officers for next higher grade. However, the 
rating recommended requires appropriate reasons and the 
descriptions by the senior rater should be provided. After 
completion, it is sent to the headquarters of the Army (HQ 
Army). Finally, HO Army judges the rating results like 
Table II and the results must be classified and unreleased. 
Army Form 1-1-28 using an absolute rating has a few 
different evaluation factors from Army Form l-l=-22 and wang 
Form 1-1-24. The first is that the same evaluation report 
is used for all ranks. Second, Army Form 1-1-28 is 
completed after every 12 months based ona duty position 
assigned. The third is that the graphic rating scale is 
used in Part III instead of BARS of Army Form 1-1-22 and 
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teens 911 
THE STANDARD OF THE ARMY JUDGMENT 


O E 
ib x V 
ie C A A A 2 
Ss e Av Vv Be re 
i IL be e e e e 4 
Grade a iL Os iG IR 3g ° 
n = Va a Oo a e) 2 
d n eg g w 9g is e) 
a, ie 2 2 2 fe) 
n 1% 
g 
Results of Be Jayla 
the rater BB AD AE GE 
and senior AA AB AE (es @E DD EE 
rater DID 
Army Form 1-1-24. The fourth is that the potential ability 
of a rated officer with using 6 evaluation factors, instead 


of Overall Opinion in the Army Form 1-1-22 and Army Form 
1-1-24, is described by raters. The intermediate rater and 
senior rater only describe overall opinion: iniews F£itth is 
that it requires absolute evaluation in the grading of 
Overall Evaluation of part VI, as being chosen one among A, 


mee, ©, and & without any forced distributions. 


feels U.S. MILITARY SYSTEM 
1. The Army System 

The U.S. Army Officer Evaluation System (OES) iden- 
tifies best qualified officers for promotion and assignment 
to positions of higher responsibility and for retention on 
eeelve duty or in grade. Under the OES, every officer is 
evaluated on his/her performance and potential. Aceeording 
Geomarmy Regulation (AR) 623-105:° 


The Officer Evaluation Reporting Sess CORRS ) 1s an 
important subsystem of the OES. I largly determines 
the quality o the officer corps, the selection of 
future Army leaders, and the course of each officer s 
eco P ee eee ee Obimary £UNCCIOnN of the OERS is to 
Beovade information ineluding promotion, elimina ction, 
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retention in grade and on active duty) tecuer en ea 
force, selection, assignment and speciale eae se ee 
to DA for use in making personnel management decisions: 
; .the secondary functtemcies he OERS are to 
encourage officer professional. development and enhance 
mission accomplishment. . . .the key to the systema 
secondary functions is effective communication. : : 
.such communication makes the rated aware Of wae 
his/her duties are and allows the officer to Take =paue 
in Ete Cha aaa s planning. On the other nandaoues 
communication lets the rater guide and develop his/her 
subordinates, keeps the rater constantly awane Cleve 
the organization is achieving, and enables the rater to 


plan fOr Mission accompa! ommciae senior/ subordimeare 

communication makes career development information, 

aa oo sues more available to the rated officer 
ef. Or 


There are three forms used in the evaluation 
process: DA Form 67-8, DA Form 6/-8=-1, and DA Form 6/7-G=72 
DA Form 67-8 (see Figure 3.4) is used by the rating chain to 
provide DA with performance and potential assessments. of 
each rated officer. DA Form 67-8 includes graphic ratame 
Scales “of protessnonal Carcre ouiceor recommendation concermeng 
promotion, and the descriptive comment sections. In Pater 
IV, Professionalism is separated into professional compe- 
tence and professional ethics and each graphic scale 
requires narrative comments. In Part VII, a rYrepoereime 
senior has to. place arated officer numerically wit 
hypothetical population of one hundred contemporaries. ~)2aaee 
is an outstanding tool to prevent several biases such as 
leniency or severity. Because the rated officer, for 
instance, should have outstanding qualities in order Goma. 
placed within second ranking and this is the relative 
comparison to one hundred contemporaries, the reporting 
senior can't help being careful in rating his subordinates. 

The DA Form 67-8=-1 (see Figure 3.5) is used by the 
rated officers and rating chain. The Army is exploring a 
MBO system including a measure of self-evaluation by indi- 
cating the rated officer's major performance objectives and 
listing the rated officer's signiticane conueu saa etem—e The 


purpose of DA Form 67-8-1 is to encourage the communication 
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SEE PRIVACY ACT STATEMENT Far ie of this form yee 2A 62) 105 orovonent 


ON DA FORM A? —4-1 aqgemey (US army Adiiteey Personae Cenrer 


PRAT ~ AOMINISTAATIVE OATA 





Jae Se Tang 


@ CAST NAME F1:A5T Name wHOOLE INITIO’ aaa |! DESIGNATED 7. ™OB wo, jin STA CODE 


SPECIALTIES 


+ UMIT DRAGANIZATION ST4TION ZIP COOE OA 4PO “MasOa COMMAND 1 AEBSON FOAM SUBMISSION 


2EAIOOC COVERED m™ NO OF @ ARTEO CFFITCERA COPY 'LAece tine and daiet @ FORWARDING AD ORESS 


MONTH 
saga i TRAY soon ‘onea 


| 1 GIVEN TO OFFICER 


| 2. FOMwWAROEO TO OFFICER 


@. EXPLANATION OF NONAMATED PEAIOOS 


PART It —= AUTHENTICATION rated ufficer ciqnatuce verifies FANT ! dataend RATING OFFICIALS ONLY} 


8. MAME OF AATERM I Lae. iret wid 


GRadEt GRAANGCH ORC ANIZATION OUTY ASSIGNMENT 


0 NAME OF INTERMEDIATE AATEA tiast Pies) Wil SIGN a TURE 


GAAOE SAANCH OAGANIZATION OUTY 4SSIGNMENT 


c. NAME OF SENIOR AATER ties Piret WI) SIGNATURE 


GRAAQE JRANCH CAGANIZATION OUTY 4SSIGNMENT 


4d, SIGNATUAE OF AATEO OCPFICER a OATE ENTEREO ON 1? AATEO OFFICER | & SA MPO INITIALS jh NO. OF 
O4 ¢OAMm 71 MPO MITI ALS Inch 


FRAT 1h = CUTY DESCRIPTION «Raters 
s, PAINCI#@ SY. OUTY TITLE 


¢. AEFER TO PEAT tis OA FORM G4? -8-1 








PRAT IV — PERFORMANCE EVALUATION — PROFESSIONALISM | Ralves 


cle theme t thera 6 4 e-tite cedee de Pe rd gree et agree rowed atta Re fudluwming tare meats 41GH OEGREE LOW OEGREE 


ee 


1 Z at 4 5 


[ Pomeaes enc to eeu nomveatenrueconerea————SSSCSCSC*dSC*dzSC enous een Sd 
(2: Demonsraum soproorata trois sna ezoerine mameneoions || 3 Seerssniimororement 
[2 vamunns soproonvus een of oncn fone id cosa or cmanemenentons 
[+ Mowe, conienens ano crvoose wooramnie || tent eiorensniennanoeray CCC 
[5 Peron ungee onyucn ano mentee Patera mina neareano aeomarenee 
eS Or 


32 PROFESSIONAL ETHICS IComment 8 GAY Ure Ware IRE Pale WE CNe 10 OFTIE ULOFTY tee ISIOAGING Uf Moods Imam? merRt 


& PROF ESIIONAL COMPETENCE 


a6 Ow1ARW Geecnntiw" wi Ac reiea uthicee law it umwwaia wii] we aeflected in Oo octom ¢ 








OF OICATION 

AESPONSIGILITY 
.- LOvVaLTyY 

Oisci Pung 


INTEGAITY 

wmORA aL COURSOE 

SELFLESSNESS 

MORAL STANQ— 
aagcs 


DA Nelsend 67 —_ 8 Ge ee oe ae ee eS es O8SOLETE {NOM 79 US ARMY OFFICER EVALUATION REPORT 
1S5€4 79 


Figure 3.4 DA Form 67-8. 
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PART V ~ PERFORMANCE OND POTENTIAL EVALUATION (Rater: 


a RATEOQ OFFICER'S NAME SSN 
















QaTED CFFICER 1S 4SSIGNEC IN ONE OF HIS/MER OESIONA TED SPECIALTIES/MOS 


5 PERSO RMANCE DURING THIS RATING PERIDO REFER TO PART III O4 FORM 67-3 ANO PRAT IIN8 5 ANODE O44 FORM 67 —d~1 
ALWAYS EXCEEDEO USUALLY EXCEEOEGQ QFETEN FAILED USUALLY FAILED 


c, COMMENT ON SPECIFIC 4SF ECTS OF THE PERFORMANCE AEFER TO PART 111 DA FORM 67-38 ANDO PART 111s 0 ANO c. O44 FORM 6? —-8-1 


OO NOT USE FOR COMMENTS 
Qn POTENTIALI 


3, THIS OFFICER'S POTENTIAL FOR PROMOTION TO THE NEXT MIGMER GRADE IS 
FROMOTE anmEao 08 PROMOTE with T PROM OTHER (hs 1 
(mae CONTEMPORARIES Cc) CONTEMPORARIES et oo NS GéMCrr : 


s. COMMENT ON POTENTIAL 


FaAT VI - INTERMEDIATE AATER 








PART Vil — SEMIOA RATER 








‘a POTENTIAL EVALUATION (see Chepier 1 AN OZS-105) 
DA 
USE ONLY 


t HI 
if 
ttt 
heetereretety 
1eetteneeneetecntceeececceens 
Lenenenetenetneeeneereeene rity 
rereteteeret 
ett 
if 
! 


a COMPLETE O04 FORM 67-G—1 WAS AECEIVEO wITm 
TeMtS REPORT ANDO CONSIDERED IN MY EVALUATION 
and REVIEW 


3 COMMENTS 


















— 
yes \NO tes otenmien Ob 


U.S. GOVERNMENT 2RINTING OFFICE 1985 3 = 487-551 


Figure 3.4 DA Form 67=8 (come <r 
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OFFICER EVALUATION REPORT SUPPORT FORM 


Zor sse@ of tha form. see AA 523-105. :ne arooonent agency 31 OCSPER 


Read Prvacy Act Statement un Reverse verore Comoleting tats rorm 


PART! — RATED DFFICER IDENTIFICATION 


NAME OF 2aATEO OFFICER ‘Last. Firee. Jl) | GRADE ' ORGANIZATION 


b 
| 
' | 


PART I! = RATING CHAIN = YOUR RATING CHAIN FOR THE SVALUATION PERIDO IS. 








NAME |GRAQE |POSITION 
RATER | 
INTERMEDIATE IN AME |GRAOE POSITION 
RATER | 
SENIOR Toga |GRACE ~—| POSITION 
AATER | | 


PART IIl — VERIFICATION DF INITIAL FACE-TO-FACE OISCUSSION 


AN INITIAL FACE-TO-FACE OISCUSSION OF OUTIES, RESPONSIBILITIES, ANO PERFORMANCE OBJECTIVES FOR THE CURRENT 


RATING PERIOO TOOK PLACE ON 


RATE O OFFICER'S INITIALS RATER‘S INITIALS 





PART IV = RATEO OFFICER ‘Complete a. >. and c below for (ru rating period) 
a. STATE YOUR SIGNIFICANT SUTIES ANO RESPONSIBILITIES 


OUTY TITLE IS . THE POSITION COOE IS 


NOICATE YOUR VUMAJOR PERFORMANCE OBJECTIVES 





FORM 
DA peeng 0/—3—1 ZOITION OF SEP 79 1S OBSOLETE. 


Evoqure 3.5 DA Form 67-8-1. 


Sal 


ce. LIST YOUR SIGNIFICANT CONTRIBUTIONS 


OS ee eee ee ee 
SIGNATURE ANO OATE 


PART V — AATER AND/OR INTERMEDIATE AATER (Review and comment un Part iVa, od and ¢ avoue 
imaure remarks are consustant with vour performance and potential evaiuation on DA Form 6773.) 


s RATER COMMENTS (Optionai) 


SIGNATURE ANDO OATE (anaatory) 
b. INTERMEDIATE RATER COMMENTS (Opnonai} 





SIGNATURE ANO OATE ‘Vanaatury: 


a DATA REQUIRED BY THE PRIVACY ACT OF 1974/5 U.S.C. 552al 
1. AUTHORITY: Sec 301 Title 5 USC; See 3012 Title 10 USC. 


2 PURPOSE: DA Form 67—8, Officer Evaiuation Report, serves as the primary source of information for officer personnel 
management decisions. DA Form 67~—8—1, Officer Evaiuation Support Form, serves as a guide for the rated officer's pertorm- 
ance, deveiopment of the rated officer, enhances the accompiisnment of the organization missioa, and provides additional 
performance information to the rating cnain. 


3. ROUTINE USE: DA Form 67—8 will be maintained in the rated officer's official miitary Personnel File (OMPF) and 
Career Management Individual File (CMIF). A copy will be provided to the rated officer either directiv or sent to the 
forwarding address shown in Part [, DA Form 67-8. DA Form 67~3—1 1s for organizational use oniv and wiil be returned to 
the rated officer after renew by the rating chain. 


4, DISCLOSURE: Disciosure of the rated officers SSN (Part [, DA Form 67—3) 1s voluntary However, failure to venfy 
the SSN may result in a delayed or erroneous processing of the officer's OER. Disciosure of the information in Part IV. 
DA Form 67~—8—1 is voluntary However, failure to provide the information requested will resuit in an evaluation of the 
rated officer without the bdenetits of that officer’s comments. Shouid the rated officer use the Privacy Act as a basis not 

to provide the information requested in Part [V, the Support Form will contain the rated officer's statement to that effect 
and be forwarded through the rating chain in accordance with AR 623—103. 





@ CPO 1985 0 - 461-033 (27180) 


FLGlt ewes DA Form 67-8-1 (cont'd). 


a2 





SENIOR RATER PROFILE REPORT 
OFFICEA EVALUATION REPORTING SYSTEM 


For use of this farm, see AA 623-105: proponent agency is US Army Military Perranned Center 
PART | — AOMINISTRATIVE OATA 
a. NAME (Last. First, Mt) : ¢. GRAOE d. DATE OF REPORT 


3G 340830 


PART 11] — SENIOR RATER PROFILE 


A Se Hea ca en 

EOL T MAJ TOTAL RATINGS HIGH 
LTC c ae al an GHEST 
ie eee 


a ee ees TOTAL OF FICEAS 
13 | 36 36 | 22 | 18 | 1S Paleo 


OA Oe 67-8-2 


Pa oure 3.6 DA Form 67-8-2. 


eye 


process between the rater andthe rated officer and to 
permit the rated officer to describe his/her principal 
duties, objectives, and Signi fteamae CONCributGcrenm=s 
Therefore, performance improvement of Army officers can be 
enhanced by increasing communication between superior and 
subordinates. This would affect overall morale. 

DA Form 67-8=-2 (see Figure 3.6) is used by headquar- 
ters of DA (HQDA) to track the rating history of each senior 
rater andmakes this information available to both the 
senior rater and DA, as one copy of this form is made avail- 
able to each U.S. Army senior rater to make him/her aware of 
his/her performance as an evaluator and a second copy is 
filed in the senior rater's official military personnel file 
(OMPEF). This form works to prevent the inflation of marks 
as with Part VII of DA Form 67-8 and is a pertinent model to 
the ROKAOPES. 

Zz. TDIhe Navy System 

The purposes of the U.S. Navy officer fitness 
reporting system are the primary basis of comparing and 
selecting officers for promotion, assignee, selection for 
command, and professional training. In order to acconpliusm 
this, a rater first completes an appraisal work sheet (Form 
NAVPERS 1611/1W Rev. 3-80) (see Figure 3.7) which serves as 
a guide for completion of the Report on the Fitness gen 
Officers (NAVPERS 1611/1 Rev. 5-77) (see Figure 3.9) whiten 
1s designed to be processed by optical character recogni trem 
(OCR) equipment. A few é6évaluation factors in the appraisal 
work sheet were reinforced on 31 July 1984 (see Figure 3.8). 
The appraisal work sheet is used to define the measures 
based on Specific Aspects of Performance and Personal 
Traits and the rating scale from A to 1 iS USed@ IN Gracie 
the various performance aspects and personality traits. 
Completing this sheet, the rater interviews with the rated 


officer. 
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48 evetatmat mate 2 (4n ropert mad be ee commertara with efficert cs the reme weet cOmertifive cate OUR Ceee 

pers ila. savantiod ine wah varemrerte”d ine mepip cores werk pry curet, cic). sa0 soprosimate 

fe @ (rede whom rey haw (aawe Genera tyerments aw wowerrd miiicm AA Ane met @ hosrt work on egerum {*) wehceret adverme aud 
eprurting pumments ery rrenwed m ictom 4h Oe tices cevewing adevew matt mum Ae apnemed of mrt 
omad d¢ Gren Ihe VOgemTeat’ 1a mate A VEelrmern. 

ee SSS SS Sf SS = Shs = 
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31. WOAKING KEL A TIONS 

& CONTRIBUTES TO UNITS MOAALE. 

@ COOPERATES NARMONIOUSLY WITH OTHERS 

CG ENCOURAGES SUBOROINATES INITIATIVES Im 
ACTOMPLISMING WORK. 

O. GIVES FE MSONAL COUNSELING 4NO TIMELY 
FERFORMANCE PPR als AL 

E ENCOURAGE $ TWO-WAY COMMUNICATIONS 

ENSUR ES GOOO EMPLOYEE 4NO LABORA AELATIONS: I E., 

SENSITIVE ANO EFFECTIVE LE AO EASHIP Ih OF ALING 

WITS INOIVIQUAL EMPLOYEES, 4NO WIT EMPLOYER 

ORG AMIZATIONS WHERE srOLiCasce. 

G ENSURES GOOO UTILIZATION OF EMPLOYEES: 1.6. 
GETTING THE BEST EFFORT ANC FEAFOAMANCE FROM 
EMPLOYEES, OCVELOFING CAFAOLE EMPLOYEES, 
INCREASING FROOUCTIVITY 

NOTE: FOR COMMANOERS, COMMANDING OFFICERS 4NO 

OF FICE AS.IN-CNAROE, THE FOLLOWING CONSIDERATIONS 

t™ MOONTION TO THE 4O0VE WILL BE MACE 29 APPROPRIATE 

hi PROMOTES & SPERIT OF TEAMWORK AMONG ALL 
PERSONNEL 

‘ PROVIOES COMMANDO PRESENCE WHHL é OISFTA YING A WORK. 
(WG KNOWLEDGE OF ALL FUNCTIONAL AREAS 4NO ASHGNEOQ 
PERSONNEL 

LL  SUSTAING HION MORALE WHILE ACCOMPLISHING MISSION ¢ i : 
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41, TACTICAL PROFICIENCY 


A. Knowledge of weapon 
systems functions and 
capabilities. 


B. Proficiency and lead- 
ership in che cactical 
employment of weapon 
systems. 


C. Knowledge and judgement 
in application of 
tactical doctrine. 


D. Positive innovation 
and contriburion to 
tactical development. 


E. Demonstrated ability co 
anticipate and react 
correctly to dynamic 
tactical environment. 


42. WLEADERSHIP 
A. Inspires Loyalty. 


B. Establishes and. maintains 
equitable and consistent 
policies. 


C. Sets and achieves high 
standards 


D. Emulaced by others. 


E. Task oriented, assimulates 
concepts and articulates 
direction; gets the job 
done. 


F. Displays integrity and soral 
courage. 


G. Promotes spiric of teamwork 
and sustains high morale 
while accomplishing mission. 


H. Provides effective command 
presence. 
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A NOTEWORTHY GREATER 


NA/NQ STRENGTH 
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NEEDS 


A NOTEWORTHY GREATER 


NA/NO STRENGTH 
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After finishing this appraisal work Sheet, the rages 
grades a rated officer on Specific Aspects of Performance, 
Warfare Specialty Skills, and Subspecialty Performance based 
on the previous completed appraisal work sheet. Each grade, 
combined and described by the required narrative comments, 
1s the basis for determining the Mission Contribution evalu- 
aed Old: The Mission Contribution is differentiated im fae 
Mid, and Low. High consists of 1%, 5%, 10%, and a0 aaa 
orade. Mid “has S07 and 507. Low has 307%, 107, anda] A 
rated officer placed in the highest range of the Evaluation 
section can be recommended for promotion, but this require- 
ment is not mandatory. A recommendation for early promotion 
is entirely acceptable for such nomination to be made 
regardless of the time in grade or promotional eligibility, 
for this procedure serves to identify the "head and shoul- 
ders" type performers. The rated officer can be placed by 
above proportion in a proper place of the Evaluatiog 
section. The Summary is the distribution of the total eval- 
uation marks given other officers of the same promotionally 


competitive category as a rated officer at that date by the 


rater. The rater must rank these officers numerically from 
one to the total number. Also this section is left blank 
below the level of lieutenant. The first two copies of the 


Report on the Fitness of Officers are sent to HO Navy, the 
rater maintains one copy, andthe last copy is sent to the 
rated officer. If discriminations of the rated officer age 
the old report during the next rating period cCccunr ene 
rater completes the next rating report based on the discrim- 
ination such as improvement or backward movement. This 
method usually makes the rated officer improve his potential 
PReia 92) Bootie oie 

However, ‘a rater must complete the Report on the 
Fitness of Officers with 88 evaluation items per rated 


officer as well as the appraisal work sheet, such complexity 
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REPORT ON THE FITNESS OF OFFICERS 
1 NAME (LAST. FIRST, MIDDLE} 


§. ACOUTRA 4. UIC 7. SHIP/STATION 4 DATE AEPORTED 
am. TEMAC 


OCCASION FOR REPOS PERIOD OF REPORT 
9. PER- [tage 10. OETACHMENT OF [uaa 11 CETACHMENT 12. FROM: 13. TO: 
fejel, AEPORTING SENIOR OF OFFICER 


TYPE OF REPORT BASIS FOR Sail ‘io 
mae we 1, oe 4. 16. SPE- 17 - fae Mate FRE (ale INFRE- 
CIAL c.ose | QUENT QUENT 


tl 21 in OF COMMAND (CONTINUED ON REVERSE SIDE OF RECORO aa 22. cet OF COMe 


| = a dia ae a (aa | 
1 28. DUTIES ASSIGNED (CONTINUED ON REVERSE SIDE CF RECORD CO 


2B. GOAL SETTING 
& ACHIEVEMENT 


34 RESPONSE IN 
STRESSFUL %. SPEAKING 37 WRITING 
SITUATIONS ABILITY ABILITY 


42 
TACTICAL LEAOER 
PROFICIENCY Sir 


i 44. SUBSPECIAL TY CODE HL l it A i i ] 
MAAG UNSAT* 


EVALUATION nooo 
“ suntany we HH 


34 CON- 
SISTENT 


- Ags 80. JOINT/ 4? FOREIGN 


SHORE 
RECOMMENDATION FOR PROMOTION RANKING FOR EARLY PROMO 


C] 52. EARLY 43. REG- Ld 64 NO* 43. wuMe@eR 
AECOmMENDED 
72, MILITARY 


aEHAVIOR FUL BEARING 


WEAKNESSES OISCU D STATEMENT 
7? NONE C_] 78 YES a 79 NO* 480 NOT 89 ATTACHEO 
NOTED DESIAEO 


82. SIGNATURE DF DFFICER EVALUATED (1AW BUPEARS INST 1611-12-SERMIES). °! 
ACKNOWLEDGE THAT | HAVE SEEN THIS REPORT. HavVE BEEN APPRISED OF MY PER- 
FORMANCE ANO RIGHT TO MARE « STATEMENT ~ 


8S. SIGNATURE OF REPORTING SENIOR 


| —~ Vers 


8? SIGNATURE OF REGULAR REPORTING SENIOR ON CONCURRENT ANO CONCURRENT/SPECIAL REPORT 
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DETACH WORK SHEET BEFORE COMPLETING FORM 


WORK SHEET 


"Comments are required. Enter comments in Section 48 on RECORD, OFFICER and REPORTING SENIOR'S copies. 
0° NOT ATTACH CONTINUATION PAGES TO OCA COPY 
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in the evaluation process gives the rater a heavy workload. 
Saewoeiceeimpoerctan: factor is to has only one rater do the 
evaluation. When evaluation being done by only one rater is 
considered with the previous argument, the results of the 
evaluation may be questionable in accuracy. On the other 
hand, one of the characteristics in the Navy system is the 
attempt to separate the personal traits from overall evalua- 
iemon based Woon Mission Contribution. This is a model for 
the ROKAOPES. Second, the Report on the Fitness of Officers 
takes advantage of the machine readable, OCR feature of the 
form and allow statistical analysis of performance marks. 
3. The Air Force System 

The purpose of the Air Force Officer Evaluation 
Beecem is not only to provide the Air Force with information 
on the performance and potential of officers for use in 
making personnel management decisions such as promotions, 
assignments, selections, and separation, but also to provide 
maaGivaidual officers information on their performance and 
potential as viewed by their evaluations. Aare hr Onee 
Regulation 36-10 and Air Force Pamphlet 36-26 explains the 
Air Force Officer Evaluation System. 

Ten performance items with detailed BARSs (see 
Appendix A) are described in AF Form 707 (see Figure 3.10) 
and BARSs are detached from AF Form 707 and are contained in 
Air Force Regulation 36-10. To evaluate potential, a number 
from 1 through 6 with six blocks are chosen by three evalua- 
tors: rater, additional rater, and indorser. AEGonaingd cco 
AFR 36-10: 


macang of “l" should be given to those officers who 
fae o>. Gee highest degree of potential to successfully 

andle increased responsibility. A rating of "2" iden- 
tifies those extremely effective officers who have 
clearly demonstrated potential for expanded or more 
diverse responsibility. Pek teen Ot 3" should be 
awarded to officers who are performing well at. their 
eurrenct level of responsibility but whose potential for 
expanded or more diverse responsibilities needs to be 
more clearly demonstrated. im the 4, 5, and 6 blocks 
identify otficers who have demonstrated insufficient 
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potential to. assume increased responsibility and a "4" 
rating should be given when performance during = ene 
rating period reflects less than average potential and 
the officer needs to improve before being awarded 
increased responsibility. The "S" rating describes yen 
officer whose performance herd the period is marginal 
and does not indicate potential for increased respons7- 
ete fhe "6" rating constitutes a_referawrepome 
SDecis Le ustification 18 required §it an goa] aes 
given the lowest rating. |The comments of the evaluator 
assigning this rating will inelude a sca cenen aa a 
whether the officer can continue “in his/nen euereee 
assignment and be expected to achieve an acceptable 
level of performance. Justification for the rating muse 
include specific examples, and indicate whether weak-s 
nesses are a result of insufficient experience ances 
ifications or lack of motivation and disinterest in the 
Fob: | Ret. -22-o- ; 


In the rating chain, the rater is the rated offi- 


cer's immediate supervisor, the additional rater is the 
Pater seracer, and the indorser is the additional ratemee 
rater. ACCOrdingG . COP TAER. .356=107 the indorser through 


Indorser comments in AF Form 707 supervises the rater and 


the additional rater as the following: 


The indorser reviews the ratings and comments £68 
completeness and impartiality, and indicates Agree m. 
or disagreement with the previous evaluator. Even 
though an indorser may not have personal knowledge of 
the ratee an effective review of | Ene reper recs 
accom lished. This review serves both the PULP e Se On 
quality control over individual reports and the Gomenem 
over rater tendencies to overrate. The indorser shou 
be jveetr mee elena prepared reports and ConA aoe racing. 
not substantiated or reflecting unacceptable infla- 
LIOnary Dractices: [Reise pace 


One advantage of the Air Force system is that users 
of AF Form 707 in the HQ AF can easily and completely under-: 
stand the rated officer's performance achievement and indi- 
vidual's traits because BARS is various and quite detailed 
(if it is assumed that the report is evaluated accurately). 

The second is that three steps such as the rater, 
the additional rater and the indorser in rating CGhatieese 
used in order to increase accuracy. 

The third is that since BARSs are detailed, a rater 


can easily evaluate a rated officer's traits. Also the 
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ge lS SSP Sh SS SS SS nT 


o 4 AATEGE SCENTIFICATION OATA .2eag AR? Sa— JBcareran. Jerora* .nain say cem) 








1 NAME wast. meet lidude . telat 2. SSAN uti de SUFeN 1. GRAGE 2 Darse 
: 
3. ORGANIZATION COMMANG, LOCATION 3. PAS COGE 
7. PERIOO OF REPORT 3.NO. DAYS OF 9. REASON FOR REPORT | 


SUPERVISION : 
FROM: THRU: 


If. sOB CESCRIPTION +. dutTY TITLE: 
2. KEY OUTIES, TASKS ANDO RESPONSISGILITIES: 


ee ee 8 ee 


Lif. PERFORMANCE FACTORS NOT GAESERVED rari ba weil | 
I oR ae&Low aserow/ MEETS aeove! ABOVE | 
Specific examoile of performance required NOT RELEVANT STANGQARO STANGARO STANGARO STANOARO STANOARO 
1. JO08 KNOWLEOGE /Deptn. currency, e) . 
Sreadtriit —— a ———— oe ee 








JUQGMENT ANO CECISIONS (Consistent, 
igcurate, effective} 





3. PLAN ANO ORGANIZE WORK (Timaty, 0 | | | ] 
4, MANAGEMENT OF RESOURCES @ 
_Manoower ana matertaé) La) — — = — 





resDonsiodir B ——— os SE —____—__— = oT 


LEAOERSHIP ‘ininatfive, acceor ; 


6 ADAPTABILITY TO STRESS iSrapte. O 


Dlexiole. uependadbie} ny ——— ———— ————— ———— | 
7 GRAL COMMUNIZATION (Clear, e) 
3. WRITTEN COMMUNICATION ‘Clear 

concise. orvantized! @) —— —— ww) ——— ed ns 


PROFESSIONAL QUALITIES (Afnrude. 
dress, cooperation. bearing) 


MUMAN RELATIONS (Equal opportunity 
Participanon, sensinviry) 





emeoy 79 707 PRaMioUs CoMiORT Ane Getclere OFFICER EFFECTIVENESS REPORT 


Bocgune so. 10 AF Form 707. 
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1 1V. ASSIGNMENT RECOMMENDATION: 1 STRONGEST OUALIFICATION 
2. SUGGESTEO 106 (Include AFSC; 
| 1. ORGANIZATION LEVEL. 4. TIMING. 


V. EVALUATION OF POTENTIAL. 























} 
| : 
| Compare the ratee s capability to assume increased responsibuiry with that | <= 
of otner officers wnom vou know tn tne same evade. [ndicate vour rating = 
by placing an “Xin the designated pornon o; the most appropnate block. a SS = 
A 
ee, 
a SS 
i] 
oe a ees 
RATER poten aa RATER oe ie eer ee RATER Rap Palpk Un aiceas RATER Hagihckes. tN ph tel 


Vi. RATER COMMENTS 
| 





| NAME. GRAOQE, SR OF SVC, ORGN, COMO. LOCATION Oury TITLE OATE 


SSAN SIGNATURE | 














Vil. ADDITIONAL AATER COMMENTS — concurR _) NONCONCUR 











NAME. GRAOQE. SR OF SVC, ORGN COMO LOCATION Oury TiIrTue 





| SIGNATURE 





Vill. INOORSER COMMENTS 


| 


— NONCONCUR 







NAME, GRAOE. SR OF SVC. ORGN COMO, LOCATION OuTyY TITLE 


SIGNATURE 





Figures. Lo AF Form 707 (cont'd). 
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Officer Personnel Pvalwator S Handbook with BARSs is 
filer ieuced to all AF officers as a guide for rating. The 
use of detailed BARSs would be amodel to the ROKAOPES. 


From another point of view, because a set of this BARS is 


separated: from the Officer Effectiveness Report, there is 
doubt that this BARS is effectively used as much as it is 
expected to be used. Three of eleven Air Force officers 


whom this author has interviewed have little experience in 
the use of this BARS in evaluating their subordinates. 
Rather they have evaluation experience for their subordi- 
nates with their own sense. 
4. The Marine Corps System 
The primary purpose of the performance evaluation 
system of the Marine Corps (MC) is to support the selection, 


promotion, and retention of the best qualified Marines and 


additionally to aid the assignment of personnel. For this 
purpose, the MC Evaluation System is required to be accu- 
rate, timely, complete, and informative for Selection 


Boards. MC Order P1670.7¢c governs the evaluation system and 
USMC Fitness Report (1610) (see Figure 3.11) with an OCR 
like the Navy system is. used. The USMC Fitness Report 
consists of 4 sections. Evaluation is done by a graphic 
rating scale and narrative description. Evaluation factors 
are divided into Performance characteristics, Professional 
qualities, Potential, and Preference factors. Block ssa: 
"General Value to the Service" is the rater'’s assessment of 


mien rated officer Ss current contribution to the MC and 


Career capabilities. Therefore, it has to be a measure of 
the whole Marine in relation to his contemporaries, nota 
mere summary of blocks 13 and 14. Because of this impor- 


tance, block 15a has ll rating scales from Outstanding to 


Not Observed. PmocQe to Dets Clistrtpite1On of marks £6r all 
Marines of this grade and not Monee Cm s clo tlon. 
Peeoreing to MCO P1l670.7¢, ‘block i15b must reflect all 


Marines of the same grade for whom the evaluator was the 


S77, 


USMC PITNESS REPORT 


TUS GOVE RENT PRwrTa? CHFICE: | C446. oe 


USMC FITNESS REPORT (1610) ALIGNMENT LINE sees | 
Naw eC 1Omr6 inane 7-48) NE | 
Se OODRGD.G St ur =) oe 1B 

aan, SCRE wa) cE OD ee ‘Fw M4ia 7 


EE SS eee SSS EE SS a a aa 
| PROGBACA | ORGANIZATION 
DFR o ar a a — CORSETS TTS UAneewoume as coesvent 


2. mamteé REPORTED Ord 
@ LAST mens 







—— 






3. OCCASION 4NQ PEIROO COVERED 
ea oe ® EOD Oe IO a rey 4 FOES OF exten ee AeR ITY OS @ ceew cemeeeen coped cP 
4. OUTY %SSaG nent $. SPEQAL INjORaA NOP 7 
a OtACerTive IITs ._ cw 8 TO se! eo aes o @meKANOn a. aver CRO BD =e 
o, SESEEVED FOR FUTUR Use 7, MSEVED FOR FUTURE Ls a. TED TESEMWE D 


9 DEPENDENTS 26Quutin~G TRANSPORT A THO 
| ea «=. a LOfAtom . AGREE 


{ 1Oa, DUTY PREFERENCE (Cau: (Om. OUTY PREFERENCE (Concertos [:tee) (Aqmrerume a) comeredt 
| ‘« » ™ i) | >] 


| t [ | 
it SEPOeT NG SENOe 
e “wd a Ghace . CASTE A Mites eat. + nh Ae CITY 2st 


! ' id 
| |2. SPECLAR CASE (Mare 4 ompeccme: | laa ATTENTION TO OUTY | fn TOMA ESTUAATE OF Tech ma aaereeS ~CepetRa, vAaUe [O Mek SémvecE” 
scrote 2 iene ee AA aM aR Daoe Ream naAnt a Ooo a 


| Lae, COOPERATION | |S, OASTRIGU THOM OF MARRS FOR ALL AMINGS CF THES CHADE: 


3 meen aa aa am @ ay tf tow tH | 


|\wm. ADOITNOfaL DUNES j lee, (MOTLA TIVE | |i, FLL BOXES SO THAT THE Sat OF EAOH COLLA COMMELPOMOS TO (That | St 


gagagessaeeseeseeceaae% 


a am = a2 5 OAGAaRgAaaAaAaA a gg 


g@aagagaaaaa 
Bole. 


SECTION A COmFLELiD BY BEPORTING MtUOA 
(US€ OC@ FORT Bveiwallda Ord y) 




























a ae eee 


_—- 






iz! 
















SECTION 6 COMmPLELAD Av BLPOmIeeG® SenrrOa USE coe ry 


= = 

a = 

lft Gol aal aal Gall 17 “AS mAnwre Bee HE SUMECT OF ANY OF THE FOLLOWWES EEPONTS? | 

ag ; a — 6 YES. PEFERENCE IM SECTION C 

| tee ENDURANCE | a COnmmnteOAiO8V | & AOVERSE | & OBOPUNAEY ACTION | 
are = rl Be Misia eae oe oS 

{ | dm, PERSOMAL, ar Pt Ag Ares lam. ECO AY OF areadsdsnent | | 8. DEPOST CASED ON COtHVA IION 1 1¢ eo ee eee ee 

[=] it wl all AW OG = T seay 7) eeequent | er 7) ves seca 






CONSIDER THE MARUGE REPORTED OH IN COMPARISON WITH ALL OTHERS 
WISE PAOCEESHONAL ARUITIES Akt ANOWN TO YOU PLKSOHALLY 


} ae, Nees TARY MOE SE RoE lan. GROWTH 
wit hee 10h 


ra Se) ml 














] A 
ho ie oat ofl al Of nal ro nace Seay yi qe 
| UCOBD A COIS: a7PO@ artes OF [Me PRORESSIOCUAL CHAAACTEM OF madieg REPORTED Ore Terk 57 4CE muST WOT be LEFT Bian. 
| 
| 
a 
23 
2 
a 
i: 
Cy 
a} 
IX 
Z2 
Q 
_ 
J 
” 
a2. | CERTIEYV -ne evrormernan m cecren A 6 COFTECt fo (he cent of my , 22.1 CERTEY ee to he cee Of Tey neowenge awe Getee! Of eFTeS mene cere oe 
0 a cata. Wit Cra) wens? prwmetat or purteanery. 
ELE a ER 
Sagrasture af Mare femurred Ort | Orcroan ¢ Sugramere of Remenrveng Saneer) ores 










24, (Chem one era cemeresi | HAVE SEEN TH COMPETED REPORT Are) 33. REVICWIEG OFFICER (Meme, Greme, Serwern, Owty 4 aueret | 
J 1 ave MO STATEMENT TO sant LU) | HAVE AITACHED A STATEMEDT, 


SECTION OD 
SIGNATUNES 


De. OATE 
Saqparure ct anne (eomertad an} 


ae ] w—— STAPLE ADDITIONAL PAGES HERE 





PLOUreG -o. ul USMC Fitness Report. 


68 


USMC FITNESS REPORT Poge 2 (1630) 


MARINE REPORTED OM (Last naorme) (Forse norma! (A4.i.) | GRADE | IDEN TIFICATION NO. PERIOO (From) (To) OCCASION 





REPORTING SENIOR'S CERTIFICATION 
i certity that an the terminal date shown in item 3 af Section A, | was the Reporting Sentor far only those Marines af the 
same grade os shown in item 5b of Section 8. Those Marines are ALPHABETICALLY LISTED belaw. | rank this Marine os 
of 





{anly rank Marines morked Outstanding in !5a and b: mork NA it not applicabie). 





MAME iLost Fores att) PQS ] MAME (Loot Feret att.) 











SIGNATURE 


DATE 











REVIEWING OFFICER'S CERTIFICATION 


1 = | have not had sufficient aoportunity ta abserve this Marine, so | have na comment. 

Zz Cl | have nad only limited apportunity ta apserve this Marine, but fram what | hove observed | generally concur with rhe 
Reporting Seniors marks in items !5q and b. 

a. 


| hove had sufficient apportunity to coserve this Marine, and concur with the Reporting Senior's marks in items 15a and b. 
x 


‘ale 


| have had sufficient apportunity to observe this Marine, and do not cancur with the Reporting Seniors marks in items 
1Sea and b. | would evaiucte thts Marine as (item 15a) and rank thts Manne as of 
(anly rank those evciuated as Outstanding (OS)). 5 : 











REMARKS (mancatary if item 4. adove. is checked): 





SIGNATURE OATE 


RR a Rg 








NOTE: The intormation above WILL NOT be entered into ony comouter progrom. 
a eee Eee 


Figure 3.11 USMC Fitness Report (cont'd). 
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reporting senior at the time of the report, as ii age. 
been included in the reporting seocecacued Inclusion. ci ais 
Marines of the same grade in this distribution is mandatory, 
whether or not reports are actually submitted on the others 
at the same time. Reporting senior must exercise utmost 
care and attention ensuring that item 15b is accurate and 
factually reflects the actual evaluation assigned (or that 
would have been assigned if reports were submitted on) all 
Marines of the same grade. Artificial cluster or tage 
distribution is unacceptable". Therefore, block 15a and b 
Satisfy the purpose of the MC Evaluation System. Secticnm 
refers to Mandatory comments, Guided comments, and Comments 
by grade. There are two kinds of rating methods, that is 
the absolute evaluation method in block 15a and the relative 
evaluation method in reporting senior's and reviewing offi- 
cer's certification of page 2. This helps make the raters 
accurate and gain high credibility in evaluating their 
subordinates. The reporting senior’s and reviewing offi- 
cer's certification on page 2 of the Fitness Report certify 
and amplify the information recorded on the front page. In 
particular, to ensure Marines are provided feedback on their 
performance evaluation records on file at HO WMC, they 
receive the Fitness Report Receipt Notice (see Appendix B), 
copies of their Master Brief Sheet (see Appendix 8B), and 
OMPF which is the rated Marine's complete military history 
from the day of entry into the service through preseme 
ipReme aco eh: = 7 be This may assist the rated Marines in 
reviewing themselves and improving their merits. This 
system could be a model for the ROKAOPES. 


D. SUMMARY 

The ROKAOPES is accomplished by two separate and 
distinct systems, 1.e. the relative evaluation system and 
the absolute evaluation system. The Army Form 1-11-22 and 


the Army Form 1-1-24 with the relative evaluation are annual 


G18, 


Acewineatimilyvertocus mom the last work performance of the rated 
officers as a judgmental role. On the other hand, the Army 
Form 1-1-28 with the absolute evaluation focuses on the 
improvement in the future performance as a counseling role 
as well as past performance of rated officers. There are 
forms for field grade officers (Army Form 1le-1-22) and for 
company grade officers (Army Form 1-1-24). Individual's 
merits and potential are focused on in the Army Form 1-1-22 
and individual's performance attitude is focused on in the 
Army Form 1-1-24. 

The U.S. Army system uses a simple form in evaluating 


fmrewcetailed evaluation factors and numerical criteria in 


potential evaluation in DA Form 67-8. The MBO system is 
also used in DA Form 67-8-1 and DA 67-8-2 to supervise the 
ceeeers 1m HO, DA. The U.S. Navy system is designed for use 


with an OCR, bugis complicated in the £fildeing out an “ts 
evaluation form. The Evaluation section on the Report on 
the Fitness of Officers is easily understandable because of 
its Summary section as a total competition for each rank. 
The Navy system also needs one rater in the rating chain. 
ime U.S. Air Force system is simple, but has detail BARS. 
The indorser takes part in evaluation and the Evaluators 
Handbook is used as a guide for evaluators. The MC evalua- 
tion system adopts graphic rating scales with an OCR, and 
uses the absolute evaluation method and the relative evalua- 
tion method. Report Based on Observation, block 18 and 
Opportunity to observe in the reviewing officer's certifica- 
tion raise the quality of information included in the MC 
Fitness Report. The Reviewing officer can actively super- 
vise the reporting senior through the Reviewing Officer's 
Serctification. ImMmcorelmston, the MC Evaluation System 
focuses on choosing the "Combat Marines" in considering the 


Fitness Report. 


ik 


IV. AN ANALYSIS OF THE DATA 


A. INTRODUCTION 

In this chapter, the ROKAOPES is analyzed through eaeee 
aspects: the system policies, the evaluation form, and the 
feedback of the rating results based mainly upon question- 
naires, interview, and Army Regulation. Some 237 question- 
naires were randomly distributed at the Army War College and 
tne Army Logistics  senoon, rea consisted of 156 mMajomer 66 
lieutenant colonels, and 15 colonels. The fundamental 
issues of the current system are analyzed in the first 
section and the main contents of the evaluation form are 
examined in the second section. In the third secti@me 


whether the rating results are effectively used is tested. 


Be -Srolet) FOureias 
1. Qverall reaction of officers to the system 

The overall reaction to the ROKAOPES was measured by 
the first statement of the survey. This element is quoted 
below. The response to this question is shown in the 
following summary, laboles tt 
"Considering all of your experiences to the current evalua- 
tion process, what is your overall reaction with the current 
system?" 

FABES. ee 
OVERALL REACTION TO THE ROKAOPHS 


Contents Percentage 


Positive SJ ace 
Negative 3 Ope o 
Others ore 





Total 100.0 ¥ 


eZ 


The response to this question shows that the officer 
Sones —sPeleeln Jissreaction to the current evaluation 
system. Above half of the responses indicate that the 
current evaluation system generally is good. One reason is 


Simply because the current system adapts both the relative 


rating and the absolute rating techniques. However, 30.4 % 
of the responses represent "Negative" and the majority of 


the "others" responded that the current evaluation system is 
reasonable, but needs to be amended in the evaluation 
factors and the Overall Evaluation of the evaluation form. 
Some 42.2% are negative toward the current evaluation 
system. Therefore, it shows that the current system doesn't 
appear to work efficiently and effectively. 
Z. Required role of the system 

The perceptions of the field grade officer corps 
concerning the purpose of the current evaluation system were 
gathered through the question which is quoted below. The 
response to this question is shown in Table IV. | 
eee cet ing the ape StecnhemecvalUlation system and the 
pees eon esl ts which purpose of the system needs 

TABLE IV 
- REQUIRED ROLE OF THE EVALUATION SYSTEM 


Contents Number Percentage 


Need the improvement of the 


efficiency of individuals LOS 46.0 % 

Need the establishment of the 

commanding authority Jig) SZ y, 

Neeadmce provide information for 

the fair personnel management op Das oe 

Don’t need to be reinforced O yA 
Total ZO, LOORO 2, 


12 


According to R.O-KT Army pampnler moeo-oe "Tie 
officer performance Evaluation system", the improvement of 
the efficiency of individuals is most emphasized among the 
several purposes of the evaluation system. However, 46 % of 
the responses assert that this purpose of the evaluation 
system has to be met. In other words, it shows the readame 
that the majority of the results of the performance evalua- 
tion is to provide information for fair personnel management 
and to contribute the establishment of the commanding 
AUtTHOFIty, but 1s Not satistiec ee ae improvement of the 
efficiency of individuals, one of the most important evalua- 
tion purposes. Therefore, it can be concluded that many 
officers would like to improve thelr productivity of perme 
tial capabilities through the performance Gating resus 

3. Relative rating and Absolute rating 

This is one of the most important issues in the 
ROKAOPES. Theoretically, the primary advantage of the rela- 
tive rating is that it can effectively control leniency, 
severity, and central tendency errors, but its shortfall is 
that rated officers with high quality can be evaluated with 
the low grade (or the. opposite situation may exist). On the 
other hand, a disadvantage of the absolute evaluation is not 
Ger “Se Aable.. (GO scontrols Bleniene.., severity, and centras 
tendency errors. The response to the question regarding 
Chis. alternative 2s the following: 


"Which rating alternative is better the relative rating or 
the absolute rating? 


According to the response in Table V, 58)2 Z5ctee7 
OLEdeereores 
supports the absolute rating system. To use both the abso- 
lute and the relative rating “systems includes 32:5 % gaz 
their support and 0.9 ¥% of "others" want to remove jim 
Overall Evaluation. 

As discussed in Section B of Chapter III, field 


grade officers are evaluated by Army Form 1l-1-22 with 
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TAS Leavy 
RELATIVE RATING AND ABSOLUTE RATING 


Contents Number Percentage 
Absolute Rating IS \ee: Seas 4 
Relative Rating Z0 See 7 
To use both cae) 322.584 
Others Zz OE A 

Total Zo. TCOzce 


relative rating once in a year and Army Form 1-1-28 with 
absolute rating based on a duty position assigned once in a 
year. Protecting the rejection of rated officers with high 
quality can be possible, but a lot of inflation of marks 
with AA, or AB occur because of tremendous leniency causing 
by absolute rating and "my subordinate favor" tendency. The 
following is the whole rating results of Army officers for 
two years. 

If a rated officer, for example, got AA from Army 
Form le-l-22 and AB from Army Form 1-1-28, his final grade 
would be AA because portions of the Army Form 1-1-22 and 
Army Form 1-1-28 are the same and one of the two forms is 
required to get AA. This result causes 75.0 % of officers 
with AA to increase in 1984. Table VI explains the trends 
of higher percentage in Army Form 11-28 than in Army Form 
d-i-22 or Army Form 1-1-24. In Army Form 1l-1l1-22 and Army 
Form l-1-24, A (10 %) and B(1i5 ¥%) are forced in distribu- 
eon. Bub eene racing result in 1984 as034.9 % anders still 
mee, Digher than regulation (25 %). int lationwo ft smariksnot 
Army Form 1-1-28 has increased about 3.7 % since 1983. ia 
order to support this issue, 20 rated majors' rating results 


conducted in 1985 were randomly selected. 25 % (4) of them 


us 


TABEE ee 
COMPARISON OF "A",RATING RESULTS IN 1983 - 1984 


100 
75-004 
75 7 \ mee @ 
—— 
c ‘ARMY FORM 1-1-28 
<— 
S 
J 56 
© bys 7 ¥4 
a ie ea 34.9% 
oO. Tg me ag 
\ 
S 
25 ‘ARMY FORMS l= 1-e22 
AND 1-1-24 





1983 1984 


YEAR 


sonne} Management and Rese at a 


Source: "The ates r P ion 
Pla i Personnel Report"”,1985,p. 32. 


/1984,p 37 and 
in Army Form 1-1-22 obtained "average" (AD,BC, or CC), bue 
they all received AA from Army Form 1-1-28 by the same 
baters: Therefore, policy makers are required to establish 
any alternatives to prevent this trend. 

In relation to the relative rating, the ROKAOPES has 
faced some controversies. The first is dis¢riminaczer 
between an important duty position and a less important duty 
Posi E1 On. A rated officer assigned to an important duty 
position may be rated with good rating results only 57ee7- 
importance of the duty position and not by the degree of 
work performance. Actually 92.4 % (219) of 237 responses 
represents that favor of important duty position exists and 


this influences critically on the evaluation and promeerem 
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operations. The second is that the rating results can be 
affected according to how rated officers are grouped ina 
Same rank as a competition. The groups are already 
explained in Section B of Chapter III. All units consist of 
officers with many field branches anda few staff branches. 
Therefore, rated officers of the field branches with much 
competition have more disadvantages in a rated group than 
rated officers of the staff branches with few competition. 
The third is favor to those officers with long term service. 
This is more serious in rating company grade officers since 
the majority of the company grade officers have short term 
service. 86 % (205) Of 237 responses has evaluated rated 
officers with long term service higher than those officers 
with short term service. This tendency may cause the offi- 
cers with short term service to be demoralized or fail to 


employ officers with high quality among many competitions. 


C. OEFEFICER PERFORMANCE EVALUATION FORMS 

Te lucdehoOweuornms Were explained in Section B of Chapter 
tL. Pieris Seceion, PAG wince t Cane COntri  buclons, 
Part III Ability and Performance Attitude, Part IV Aptitude, 
Poaeure Development Health, and Part VI Overall Evaluation 
are analyzed. 

Be. DeoMineereane COncribueaens 

The purpose of this block is intended to be 

described by the rated officer to increase his performance 
Moclvation. Then the rater and the senior rater evaluate 
rated officer's description. But this block doesn't effi- 
ciently meet its purpose since there are no objectives/ 


Criteria to evaluate the degree of the contributions asa 


complete self-evaluation. One interview result is that 
beter OLricers feel this block is difficult to describe 
their significant performance contributions, since staff 


Officers normally have less significants contribution and 


more routine work than commanding officers do. The second 


We 


is that BARSs for the rater and the senior rater are less 
accurate in evaluating the rated officer's description. For 
example, original forms display that factor "1" and factor 
"4" are almost the same concept and factor "5" is that this 
rated officer attempted, but did not obtain any results. 
However, factor 4 and 5 were already translated by this 
author as shown in Figures 3.1,. 3227 eames coce 
Ze AAA oy ae erformance Attitude 

Army Form 11-22 and Army Form 1-1-24 have 3 BARSs 
for each evaluation factor and Army Form 1-1-28 has 3 grades 
in the graphic rating scale of each evaluation factor. 
However, various characteristics of many rated officers 
can't be evaluated by only 3 BARSs and 3 grades, and it may 
make raters have leniency, severity, or central tendency. 
The other shortfall is that the contents of Army Form 1-1-28 
are inconsistent with the contents for company grade offi- 
cers since Army Form le1l-22 and Army Form 1-1-28 are almost 
the same in evaluation contents and the contents are for 
field grade officers. Obedience, Confidence, and Justice in 
Part III of Army Form 1-1-24 can be described as a Overall 
Ojopiigke gus skep Marc oes AVE Although a rated officer 1s a company 
grade officer, qualities such as professional knowledge, 
cooperation, or planning ability as a manager or leader are 
required. Training subordinates is essential in all offi- 
cers and oral/ written communication is also an imponeame 
factor. Therefore, those factors should be included in the 
evaluation. 

3. Aptitude, Future Development and Healt 

In Army Form lel-22 and Army Form Jlel-24, Part IV 
has 8 evaluation factors, Aptitude through Personal Life. 
Those can be considered as potentials. In particulac 
recommendation for promotion adopted in this. part should 
only consider rated officers with "Outstanding" in the 


Overall »-Evalwuaticon bark. Rated officers with "Poor (ie. 


78 


WVery Poor would be limited in promotion and selection, and 
Pico lGecmmEcdoesiy to attectwstmose not with “Outstanding”. 
PabEnoUch a rated officer with rated “Outstanding” can’t be 
promoted next year, the young Stiweer with rated 
"Outstanding" in that rank has advantage of the potential by 
mas DlOCK. 
2. Potential Capability 

A rater can evaluate a rated officer in detail by 
using given 6 evaluation factors. An intermediate rater and 
senior rater evaluate additionally the rated officer in the 
whole picture except mentioned by rater and particularly 
senior rater evaluates the rater's rating result, aks 
contributes the accuracy of the system. Therefore, this 
mace 15 a SEFOnNG point of the system. 

5. Overall Evaluation 

Because the result of the Overall Evaluation is only 
used for promotion or selection, the majority of raters and 
senior raters may focus on it and other evaluation factors 
may be ignored as being less important. This background 
makes a great impact on the evaluation. The response of the 
following question is in Table VII. 


Peewee order in Overall Evaliation is “critical” in the 


evaluation report. wineretore, the following method can be 
@emordered to fill in it. HOaee cami le, Vou ave decided 
final order in the Overall Evaluation based on each factor 
after evaluating each evaluation factor, or you have evalu- 
Bee cactmErcrors Oased Gt it, after deciding final order in 
Beet ett Evaluation. How have you evaluate your subordi- 
Mates: 


Vera haale Vil, rated officers using the normal 
procedure are 32.1 %, and approximately 68 % of the total 
response including the second response and the third has 
abnormally evaluated. Because the second the third proce- 
dures may make raters evaluate their subordinates with 
various biases such as leniency, severity, or central 
tendency, those procedures cause the contamination of the 
whole evaluation system. Tivo Gesiiwes. Beom cies. fact that 


Pq@emwertinal order an Overall Evaluation is only used for 
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TABLE Wid 
RESULTS WITH DIEEERENT RATING PReGes 2) 


Contents Number Percentage 


Evaluate Independently each 
factor, then decide final order 76 32. ee 
based on each factor 


Keep final order in mind and 
evaluate each factor, then decide S16; LZ. 52 
the final order 


Decide the final order, then 


evaluate each factor based on it io i 3550 ee 
Total Za LOO. Or 
various requirements of personnel management. There£fopey 


alternatives to prevent these tendencies are required. 


D. “THE FEEDBACK OF THE RATING REsubrsS 

The rating results should be used to satisfy the 
purposes of the evaluation. Two purposes of the ROKAOPES, 
the establishment of the commanding authority and the provi- 
Sion of fundamental information for fair personnel manage- 
ment, can be satisfied under the current system. But the 
result of the second analysis explained in Section B of this 
Chapter, the requirement to improve the efficiency of indi- 
viduals, is due to the unreleased rating results. The 
following responses are about it. 


1. The perception of the rating results 

"You have been evaluated by your superiors and wanted to see 
Hey have ven eean eee you ever seen yours? " and if so, 

According to Table iw officers who know their 
rating results exactly or approximately are 73.4 % and if 
16.9 % officers guessing their rating results are) addece 
officers who know the results directly or ind@iveeri a 
90.3 % of the total responses. From Table IX, 69.5 4% of vee 
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TAB Eee vt I 
Ror ONo owen THe OFFICERS WHO KONW THEIR RATING RESULTS 


Contents Number Percentage 
Know the results exactly 55> Bowens 
Know them approximately HAL, oh Ole Ama A 
Guess the results 40 Limo ae, 
Don't know them at all 22 Si yA 
Total ZO) TOO 206 / 
TABLE IX 


SOURCE BY WHICH RATING RESULTS ARE KNOWN 


Centents Number Percentage 
By interviewing the rater 29 Or ea 
By unofficial route ae Se sis 


Pyeaialy2ing Promotion, 
selection or being assigned 
Aeeliiwoweanit GAilCY position 24 Looe, 


Total 174 LOGO. 7 


response among the officers said that they knew their rating 
results by an unofficial channel. . This occurred under the 
current unreleased rating results system and may cause 
Various problems to happen such as conflicts between the 
rated officer and the rater, inefficiency of the individuals 


by rumor or causing the rated officer to demoralize by 


misunderstanding. 

2. Released and unreleased rating results 
"According to the evaluation regulation, one of the purpose 
of the performance evaluation is to improve the efficiency 
Se, rated officers by using the results. For this, whether 
the results shoul be released or unreleased is quite 


Sk 


important and also may have some advantage and Ga sacv anes 
e 


ich is better in your Gprite rm Why is it ‘better if 
former is better? Why is it better if the latter. 
better?" 
TABLE X 


RESPONSES TO RELEASED AND UNRELEASED RESULTS 


Contents Number Percentage 


af eseee te to release the 
ra 


ing results 168 0S 
i eas to unrelease the 
rating results is 25. oe 
No opinion 13 SiS a 
Total Zod LOU 20m 
TABLE XI 


REASON FOR RELEASING RATING RESULTS 


Reasons Number Percentage 
Helpful for self improvement 109 64.9 % 
Expects fairness in the 
Eacing 48 2 Sia 
Impossible to keep the 
results completely closed ial ayeeey o/ 
hota 168 1002 0m 
Analyzing Table X, it shows that about 71 % would 
like to release the rating results. From Table XI, 64.9 % 


of the 168 who preferred to release the rating results 
thought it would be helpful for self-improvement while 28.6 
% expected it to contribute to fairness in rating. This@ae 


Closely related to the analysis of Table IV, Section B. Om 
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TABLE ATI 
Roe Seliseeron NOPROREEBASING RATING RESULTS 


Reasons | Number Percentage 
Because of the final rating Zz Sere 7, 
order 
Pxeect touwcontlict with the 
raters L6 Zeonow 
Don't motivate the rated | 
officers with low grade oye So. oa 
Based upon the traditional 
consciousness 5 Sumer 7, 
Total =o fOO.0 7% 


the other hand, 23.6 % of the response in Table X supports 


the unreleased rating results and from Table All, Shon claws 
(es3 ) of 56 responses preferring not to release rating 


results expects rated officers to become unmotivated by low 
grades. This may be quite true, considering that the R.O.K. 
Army adopts the draft system, not the All Voluntary Force 
system like the U.S. military. 

iy se omennlis] on through the released rating results 
system, rated officers perceived their rating results and it 


may give them opportunity to review themselves. Also if the 


rated cfficer's superior files the annual evaluation 
reports, and both rater and senior rater can use them when- 
ever if necessary, it may improve raters' fairness in the 


performance evaluation as well as the rated officer's poten- 
eral. The rating results completed by the rater and senior 
rater are sent to HO Army and the rated officer. They will 
be also known to the rater's successor by being kept in the 
file of the former rater as long as the rated officer works 


moe che same unit. 


Se 


V. DEEICLENCIES OF THE CURRENT esi saa 


As discussed in Section B of Chasterae the ROKAOPES 
has been revised twelve times and has experienced different 
evaluation formats. However, it is shown that improvement 
of the ROKAOPES doesn't meet the satisfaction of many 
officers as seen by the frequency of amendment of the 
ROKAOPE SS. In this chapter, deficiencies of the curren 
system based on the contents being analyzed in Chapter III 


and IV are investigated. 


The purposes of the ROKAOPES are not met: 46% of the 
responses say that it needs improvement in the efficiency of 
individuals, which is one of the most important purpesesme 
the current system. It does not have any subsystems such as 
interviews or counseling except promotion, selection on 
placement. Therefore, it means there is inefficiency of the 


system resulting from inconsistency between the system 
policy and the subsystem. 

Inflation of marks resulting from jointly Using™ Ama 
Form l-1-22/1-1-24 and Army Form 1-1-28: Table VI displays 
that Army officers with being graded "A" in Army Form 1-1-28 





are maximum 75 % in 1984 and 9.9 % higher than regulation 
(25> 7%) in Army Porm: 1=1=227 1-1-7244 It may fail to discr ieee 
nate the rated officer's performance and potentials, or make 
the evaluation system meaningless. 

Deficiencies resulting from using a relative rating 
svstem with ~orced das em, sitio Favor of an important au 
position, how rated groups are consisted, and the rater’s 
favor of officer for long term service basically came from 
using a relative rating system. Of course, those tendencies 
may occur under an absolute rating system, but expect to be 
done less under relative rating system since favor of an 


important duty position under an absolute rating system eee 
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example, | May artfect only a given rated officer and not his 





peers. 
Evaluation forms do gene have precise eel wal eyel 
requirements: There are Corr icurecres in describing 


puoi decadane peLrormanee Contributions, Part II of each form. 
Part III of each form needs more BARS or graphic rating 
scales for rating items, the ability to train subordinates, 
and communication ability. Promotion recommendation in Part 
IV of Army Form l1-1-22 and 1-1-24 has less meaning. Because 
eye? 4 of the raters focus on the final order in Overall 
Evaluation and then evaluate each item, it makes the whole 
rating process less accurate mmor ricer performance 
evaluation. 

tise | ClomemmoOSerlVatlom Opportunity and rater training: 
If a major, for example, were rated by using Army Form 
le-1l-22 on Apr. 1, and Army Form 1-1-24 on Feb. LaGmeadune |, 
he would be rated by almost the same contributions of 
performance within a short period. Opportunity of rater 
training also is lacking under the current system. 

Poor feedback of rating results: DCms) 4 Ormume SEL i¢gers 
surveyed under the unreleased rating results system know 
their rating results exactly or approximately. The unre- 
leased rating result influences on both the rater and the 
rated officer as it may cause athe rater's unfair rating 
emicmebe helpless in impromement of efficiency of rated offi- 
cers. As a result, such poor feedback may affect the Army 


climate as a whole. 


85 


VI. CONCLUSIONS AND RECOMMENDATIONS 


AS  “CONELUSTOCNS 

This study aimed at examining the ROKAOPES. For dow@mag 
this, the issues were approached from two directions: review 
of the ROKAOPES and the U.S. Mmalitcarveecm,, Navy, abe 
Force, and Marine Corps) evaluation system, and the attempt 
to gain feedback from senior Korean Army officers oy aa 
analysis of questionnaires and interviews. The results of 
the analysis are summarized as follows: 

The first is that Army officers want to increase their 
potential ability and merits, or to correct their shorteere 
sbiote (icy: In order to satisfy this requirement, the feedback of 
the rating results must be supported. The second is that 
many Army officers want to be rated by using an absolute 
evaluation system, but Army Form 1-1-28 using an absolute 
rating caused tremendously inflated marks. The thirdiaee 
that Army Forms lel-22 and tl-e1l-24 using a relative rating 
have brought several deficiencies such as favor of an impor- 
tant duty position, composition of rated groups, and rater's 
favor of an officer with long term service in rating comeam. 
grade officers as well as inflation of marks. However, the 
obvious fact is that the main issues mentioned above are 
still continued through amendment of the evaluation system 
twelve times. 

The accuracy of the performance evaluation process 
results from rater and evaluation standards. Also the feed- 
back of the rating results makes the rater not only rate 
fairly but also improves the potential of the rated officer. 
However, the ROKAOPES seems to have one technique to control 
raters. For example, the forced distribution method does 
not work properly since there are high inflation of marks. 
Therefore the system has to adopt other alternatives in 


order to control rater effectively. 
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Peeconc LuS10N,, the performance rating results must be 


accurate and contribute not only to the military organiza- 


tion but also to the rated officers through feedback. . se 
the rating results are filed by commanding officers, they 
can use them to control or to counsel, and their successors 


can refer to them in order to understand the rated officers. 
As a result, the rater would be more careful in rating 
his/her subordinates. Therefore, the performance rating 
results must be a profile and the most objective data for 
personnel management. POrtunmacely, the ROKAOPES is trying 
to attempt some advanced evaluation techniques such as self 
appraisal, increased communication between superior and 
subordinate resulting from self appraisal, and absolute 
evaluation based on an individual's ability even though 
those are not perfect. Before terminating this study, 


several recommendations are suggested in the next section. 


B. RECOMMENDATIONS 
Effectiveness ils concurrent use ou Army Forms 
le1-22/1-1-24 and Army Form 1-1-28 should be reviewed. This 
author suggested an alternative (see Figure 6.1 and 6.2) for. 
this issue. | 
ime Meoditication for an alternative 
- Part II Significant Contribution consists of two 
DPatw=eece Cesc i mae a bated orflcer S major 
Petrommance Gbjectives and to list his/her 
Sloe neant CONEri butions. 
- Part III Ability and Performance Attitude: each 
evaluation item has two additional BARSs, and 
Training and Communication are added. 
- Part IV Aptitude, Future Development, and Health: 
Peewee si Gieheeoomt hon is substituted and 
a se Qeeuecece S Pavysacal Training 1s added in 
ea : 


=eeaette sr Ocential ’Capabi lity: Management Capability 
is substituted for self-improvement. 


mame ler Orenelal Evaluation: the Profile is 
divided into 7 grades and has a normal distribution 
as a standard of the rating. A rater and a senior 
rater describe their total rating. 
ae Advantage 


- Implementation of self appraisal 


oy 


- Use of various ranges of BARSs 
- Detailed grade and unforced distreveueren 


~ Suggestion of normal distribution of rated officers 
for raters and senior raters 


- Requirement of description of total rated officers 
3. Disadvantage 


- Requirement to implement the second recommendation 
to prevent inflation of marks 


- Requirement to computerize rating results 
- Cost of changing forms 

Give raters more motivation. Since rating subordinageas 
is one of the most important work performance of a rater, 
the rater'’s rating history must be filed at HQ Army and 
reflected by a promotion or selection board for the rater. 
If a copy of this file is sent to the rater after reviewing 
the rating results at HQ Army and reflected by such boards, 
this would make the rater and senior rater rate accurately 
inwan evaluacton, oLecesc. For example, inflation of mama. 
1s expected to be reduced by using this file and total Rated 
Officers of Part Vl cf Figures” 6. ) ance = Therefore, this 
author modified DA Form 67-8-2 for the ROKAOPES (see Figure 
Bisse): | 

Give feedback of the rating results and counseling. FOr 
this, the senior rater must file his/her subordinates’ 
rating results after HO Army judges the rating results. 
Because the rater sometimes is not a commander of basic unit 
of least administration and requirements of load reduction 
to the rater in the field are necessary. 

Develop a management information system that will ensure 
that the significant differences of ,etticers ae. 

Train raters. Raters' training in Officer Basic Course 
(OBC), Officer Advanced Course (OAC), Army War College, and 
on the job training of each unit should be conducted Ehroeucge 


case study, role play, or seminar. 
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ibemcase me thewereliaorlity and validity .of officers’ 
performance evaluation report by encouraging the rater and 
senior rater to base their evaluations on objective data by 
Peni gnig GiasetGcalLweiniciaGents as well as protracting objec- 
tive information from externally subjective data. 

A booklet including the current system, its strengths 
and weakness, and the current marking trends should be regu- 
larly published to educate rated officers, raters and senior 


raters. 
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2 Rate fajyrly and oprectively the 3. Rate ali factors indepenaently of 








rticer s guty performance ana eacn otner. 
Rating epoca 
Rasponsibdilities 
e. Rankeorder the officer among 2. Balance your obligations to the 
100 of has peers. otiueer with your “oplicaraons 
to the Army. 
Officer Performance Evaluation Report (for Field Grade Officer) ( ) aanuet ( ) Addition 





Part [. Aaministrative Data 


















































— a ee 
Rank | Service | Name Sranch Specialty perin | Unit Ducy Date Assigned | Date of 
Numper rerio | ~2cu6 Current Suty Rank 
service 


e@: Rank: Numper: Name: Signatures 








Part t1. Si@qnitiecant Contrisuczons 
Descrive your 2ajor perzormance oDj)eclives: 


BOY your SiGiie wc anc CONCTIODULIONS: 


|Senior | |senzor 
Rater)|kater ;Rater/;hatert 


| 














1. Fully demonstrated know- 4. Above descriptions are 
ledge ana expertise in accurst?. Can pe expected 
Rating assigned Casxs. CO make future 
a as ee cONntrioucionsa. 
2. Possesses the pocential 5. Good effort but with poor 
to perrorm wei. Dut results. 


lacxa effort. 





3. Worked diligently but 6. lacks sincer:*ysand 


WIitN mediocre resu.its. integrity. 








Part III. Abilaty and Ferformance ACtituae | 




















J. aAgovears £35 be dedicate ie raasively “Jr Yaasively cooperative. — 
Mission accomolisnment and 


tO the nation, Out question= 


—————— ——S————E— 
Te ~uret.mes aonears ES o@ te wenerara.y 27444130 and 4aCX3S 


ungedicateu to mizgsb1lon accome cooperation. 


Pplianment and to tne nacion. 
S. wan ACE De aeoended on to | BS. eelLasbAN aNd .aCKS Cooperalicn. 
4 


rTi0Cisa ; r ~OOper alison Seis = 
;Ratec|Ratler |Rateriaater 
1 = 
we Gal.y Weu.zacale ~~ MlasaTdION ae See MOVeS 12N TeéaMwOrK ala 
accomce.iishment and to tne nae cooperates wil.sngiy. 
t2on under any circumstances. 
wenerally aegicated to wenerasa.y CooperaCive, Sut no 
M18S10N accomplisnment and willangiy. 
TO tne nation, 
i LS 
| 





| 
PEPE 


Qeiend tne nation, 





ee 





a 
——————— 


| eee 


Bigure: Sc: Adjusted Army Form l-1-22. 
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Uoes not train subordinatea 3. woes not present logical, con- 
very weil. cise, and clear ideaa. 


Leadership Senior Planning Senior 
Rater|Rater Rater/Rater 
a. Possesses exceilen. .eacer- nt “Ty Anticspates requirements ana oes 
Snip and commands very well. takes ifitiative in solving 
propiems. 
le EEE ee ———— re 
a. possesses dood l.eadersnip and venerally anticipates require- ara 
generaily commanas weil. ments and taxes initiative in 
sOlving prodiems. 
3. voes not command very well, J. .akes ACtion alter receiving Seashore 
Dut maintains a conesive quiaance. 
unit. 
=. commands we... only under a. veneraliy .acxs loresignt ana | .° °&#4|~ 
ftavoraDle conditions. iniactiative. 
5. wacxXS leadership and causes Tacks Loresignt and init: [a pe 
suoordinate dissatisfaction. Cave. 
 f 
— SSS a ee eee 
Responsibility Cenior ais Senior 
Rater|Rater (Waihi 
4 | 
a. FO8seSSe8 SLrONg resDOnSsiDi-= earclLeuencir, accomol.snem any ail 
lity ana accomoiisnes tne MisS10N unaer changing situa- 
M1s31i0n thoroughly. tons. 
w. ACKeArS to Nave LfesDONSlOl- y. appears tO accomplish a given | |. 
lity and usually accomplisnes mission, 
the mission. 
3 maces: Eo have cesponsioi- J. oerticientiy accomplisnes a | rs 
2aty Dut does not willingly Mission only under favorable 
accomplish the mission. conditions. 
eS nS nn —_ A eS ee 
w. FaSS1V@ ang .acxs raesponsi- Cenerally .acts arriving corce 
Baliaty-. and cesire to accompiisahn the 
918310n, 
3S. bacxs and snirxs responsibi- | >. wacxsS driving torce an esice| 
rr cy. | tO accomplisn tne m18810n. _._ 
Professional Senior Character |Senior} 
Know.eagea Raterihater — a a ee = | hare ® 
Or DroressioOnai ccmpetence sriae in Asan ctanaaras ot 
in every aspect. cress, grooming, and military 
manner. 
ue. venerally possesses Seca y wenerar.y @arnms resoect ay 
gegree of proteaalonai compe- pride in hign stanaaras o 
petence. aress, grooming, ana military 
manner. 
qe _ SS VT 7 —Sa=aEa>*(7o7s7 RE _—SSas ae 
(o“WT"Yussesses an adequate dearee | | ¢call A standaids o. uress. 
of protessional competence. | grooming, ana military manner. 
-w. wenelal.y .acKxs Drotessioral v. roor in Stanagaras ot dress. 
knowieqge in accompilisning grooming, ana mMi.zitary manner. 
the mission. 
ae waCes Croressilonai Ancwileage YOe#s 159 earn Pyotr AS = ¥ pride}, 
in accompiisning the miasion. in nian Peencacas ort dress, 
grooming, ana military manner. 
i 
Training lSenior Communication seniog| 
Personnel Rater)kater Rater/kater 
a. «tains s&UDOrdinales very ; a». welivers C.iear, TOncise, an 
wel. weileorganized presentations. 
ce uenefalsy clains subordinates a. uenersiiy Gelivers ciear, con- 
well. cise, and weil-organized pre- 
sentations. 
J. traina subordinates .alfrily. : J. Cenerally gives understandable 
presentactiona., : 
tw. accemots +o srain subotdi- a x. ctrequently lacks coniidence 
Nates well, but with poor and gives unorganized presen- 
results. Tataona. 








Figure 6.1 Adjusted Army Form 1-1-22 (cont'd). 
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Part iV. Aptitude, Future Development, Healtnr 



































What is this officer's potential for education? 
Education 1. Recommend ahead of contemporaries 
f #«. aeccmmeng eltn contemporaries 
| 3. teea tO oDserve more 
; * ~o not recommend 








Factors Contents 
| 
What kind of duty is this officer suited tor! 
Aptitude 
1. Commander 2. Stal o 3. Administrative 
4. Special 2. Imstruccor 6. Otner 
2 What do you expect his future contribution as a leader to be? 
SVcune 
Deveropment 1. Certainly to be expected 2. 709 De exvected 
| 3. Need more ooservation 4. Hard to aecicde — 
| what specialty ss proper for tris officer? | 
Specialty 
1. Personnel 2. intelligence 3. Overation c | 
%. Logastics 5. Flanning 6. Specrias 
{ 


What is this offices's potential for carrying cut the next higher 
aquctcy position? 

Fotential 

[or E.2cer be) CeOreainly Nasoepotential Covcsery 2et, our 

FOE LION os Patt iarviy Mesr potential Co carry 1: out 

3. leea C5 observe more 

%. Coes not Lave the potential t5 carry 1 out 








Selfe- 
Improvement 


8 

i: Alwavs 

ws Geuama s ¥ 

3 Soretimes 
3 


| 
| 
| Never 


via Le core ECSNGISIYoON ¢- 





( ) class 
Health 
meat is che condition of da Officer ws Neaincn. 
1. Strong mental and physical state 
2. Ctrong pnysical state, out wean mental stata 
3. wWeanx physical stata, but strong mentai state 


a SP Ps ns p77 SSS PS rus 
| 


Personal Describe this officer's personal and family l:fa. 


' 
oea this officer seen self-improvement’ 
wile 


| 1. Excellent 2. Good 3. Average 4. Poor 


| 
i 


Figure 6.1 Adjusted Army Form 1-1-22 (cont'd). 
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Rater/Rater 













Part V. Potential Capability 








Contents Opinion Contents Opinion 





Professional 


Description of 
Stnics. 


strong points. 












Manaqement 


Recommendations 
Capabilities. 


tor improvement. 








ee ee Se 
TS 
EE EE eee ee 


Relationsnip 
witn otners. 


Proressional 
competence. 


| wVeLass Opinion: 


Intermediats 
Rater 


Duty Title: Rank: Name: Signaturer 


OVGrdia COINION: 







Senior 
Rater 


a ee a cre as 


Describe the fairness 1. severe 2. slagntly severe 3. Dalanced 
of tne rater: 4 siigntly lenient 5. very lenient 





Part VI. Potantial Evaluation 




































Rating B | (e | D E Fr G 
t ' 
E OutstandingjExcellent Above Average Below Poor Very 
‘ v Profile Averagsa Average Poor 
a 
al (2) (4) (15) (60) (15) (4) (1) wl 
e a aatee 
= | 
ae Rater oon Be ee a A ae 
° Malti ngs 
: Beaceses | | 
s —_ Se a — a es ais — = ————E—————E—— a ——_ ———————_—EE———_ St ee EE 
nates ‘ 
Senior | 
Rater y 
aatings | 











Part VII. Rater Signature 










Date Assianed 
Current Duty 











é ‘ 
Senior 
Rater 
i 4 a 
Army [9 Rating: Personnel 
Juagment Offticerc Rank: Namet Signaturas 
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- Figure 6.1 Adjusted Army Form 1-1-22 (cont'd). 


93 


es i i. #........... . | 
I 


Pe) Sri asin ie 


|). ee Rate fayr ly ana eblectively th 3. Rate all factors indevenzently woos 
ore .cer 5 duty performance and eaca otner. | 
Rating | SSotenczal 
| 
Responsibilities! x : 
| sank-order che off:cer among +. Salance. youn obligatzons =s she i 
| A000 Of 22s peers. Jiiscer =Ven four coma Jae. ons 
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| ; é = 2 Saar - : 
| Officer Perzormance Evaluation Repore ( 23r Company Crade O2i2Cer ee aAgnual ( ) Addatzon | 
‘ oy i e O ; 
} 4 
| Part [. Administrative Data i 
} 
a a a TT TT ITY t 

| 7 : ses 2 

Rank Service Name Branch | Specialty Rating Jaze Cuty Qate Assicned Cate or | 
Numper | Period oe fe |} Current Duty Ranx | 
| | | | | 
= | rn | | — TS cae ae ‘ | LL A Ses { 

Personnel| Duty Sercvice . 
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FITHESS REPORT RECEIPT/OATA MOTICE (1610) MAYES HQ CBS (REV. 1-63) i b 
wren) OA et 2 Ol ced) 


1. After fitness reports are audited for completeness and compliance with this 


Manual, receipt of all fitness reports at HQMC is acknowledged by a computer-generated 
receipt as shown above. 


2. Receipts are mailed to Marines at thelr duty address as determined from the 


reporting unit code reported through the MMS. Receipts for IRR's are mailed to thelr 
home address. 


: 
3. -Receipts are orinted in presealed envelopes and are addressed only to the 
individual Marine whose fitness report is being acknowledged. Information within the 
envelope is personal, and is not available to persons other than the individual Marine 
and the necessary processing and handling personnel at HQMC. 


4. Marines who have not received a receipt within 90 days of the end of a reporting 
period may initiate tnquiry by Administrative Action form via the normal fitness 


4 
report chain of command. Inquiries received at HQMC without intermediate endorsements 
will not be processed. 


5. The Commandant of the Marine Corps (MMPE) snould be advised of any incorrect data 


meeecced On a fltness report receipt; e.g., if a receipt shows an incorrect assign- 


Meee rT tod Of Ghe report, or reporting occasion. The correct information should be 
Pieruced in the correspondence. 


Figure B. 1 Fitness Report Receipt Notice. 
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